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The purpose of this study was to explore the county-level professional staff’s
perceptions of how diversity was being addressed in practice within the MSU-ES. The
population consisted of 169 Mississippi State University Extension Service county-level
professional staff with 128 or 75.7% completing the survey. Fifty percent of the
respondents were female and 41% were males. The majority (70.3%) of the county-level
professional staff were White with 23% being Black, 3% other, and 4% not indicating
their ethnicity. The majority (75.7%) were at least 41 years of age.
This study utilized descriptive survey research design. Means were used to
determine how strongly the respondents agreed or disagreed with MSU-ES practices.
Standard deviations helped in understanding of how the responses varied. Frequencies
and percentages were used to determine the number and proportion of the respondents
who agreed with MSU-ES practices.

Findings of this study presented evidence that county-level professional staff’s
perceptions of diversity of the Mississippi State University Extension Service were
positive.

County-level professional staff agreed with the manner in which MSU-ES

publicly embraced diversity. However, findings revealed that there was a significant
difference between respondents and non-respondents in their perception to the manner
MSU-ES publicly embraced diversity. County-level professional staff also agreed that
the MSU-ES was successful in recruiting and retaining diverse staff or volunteers and
MSU-ES provided a level of intercultural communication that fostered mutual learning
with people of different backgrounds, experiences and perspectives. County-level
professional staff perceived the MSU-ES was providing supportive climate for diversity
that encouraged critical thinking and informed dialogue among members of a diverse
community. County-level professional staff agreed or strongly agreed that the working
environment within the MSU-ES was comfortable and secure and disagreed or strongly
disagreed that the MSU-ES treated employees unfairly.
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CHAPTER I
INTRODUCTION

On December 28, 2000, the U.S. Bureau of Census released the first results of the
decennial census announcing, “never have we (the United States) been so diverse; never
have we (the United States) been so many; never have we (the United States) been so
carefully measured” (Prewitt, 2002, p.6). These same sentiments were echoed over the
world in newspapers and other media reports.
Mississippi has also experienced similar changes in diversity. Changes in
Mississippi’s economy have been paralleled by major demographic changes. Beginning
with World War II, large numbers of black Mississippians migrated north to find better
pay and freedom from segregation. Agricultural mechanization and the consolidation of
rural towns forced large numbers of black Mississippians to move from rural areas into
nearby towns.
With the decline of agricultural employment and the rise of trade and
manufacturing, new living patterns for Mississippians were established. Since World War
II, the population in Mississippi’s largest cities has grown, while small town populations
are either shrinking or disappearing. According to The Encyclopedia Encarta (n.d.) the
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growth of three metropolitan statistical areas (MSA) account for most of Mississippi’s
urban development. The Jackson MSA is Mississippi’s largest urban area with a
population of 395,000. On the Gulf Coast, two urban areas, Biloxi-Gulfport and
Pascagoula-Moss Point-Jackson County, constitute one MSA with a population of
315,000. DeSoto County in northwest Mississippi (population 68,000) is a part of the
Memphis MSA. These MSAs account for 64 percent of Mississippi’s urban dwellings
(Encarta, 2006).
In April 1990, the U.S. Department of Agriculture Extension Committee on
Organization and Policy (ECOP) published Addressing Diversity in the 1990’s and
Beyond: CES Can Make a Difference. In this report, ECOP emphasized “the ability of
CES to play a pivotal role in meeting adult education needs in the future is dependent
upon its ability to expand programs to access both diverse and traditional audiences and
its capacity at all levels of the system” (USDA, 1990). As the outreach component to
Mississippi State University, the Mississippi State University Extension Service (MSUES) plays a pivotal role in aiding families and communities in understanding and
responding to individual and cultural differences (USDA Extension, 1990).
The Morrill Acts of 1862 and 1890 provided federal support to establish public
land grant institutions, not only to provide training in the agricultural and mechanical
arts, but also to promote liberal and practical arts education. In short, these acts created
the teaching component of the land-grant system.
The Smith-Lever Act of 1914 paved the way for what is known today as the
Extension System (Bacig, 2005). The Cooperative Extension System is a national
2

educational network that links research, science, and technology to the needs of people
where they live and work while creating a unique national partnership of federal, state,
and local governments (White & Burnham, 1995). The mission of the Cooperative
Extension System is to enable people to improve their lives and their communities. The
Cooperative Extension System accomplishes its mission by offering a practical education
for Americans to use in dealing with critical needs that impact their daily lives as well as
the nation’s future (White & Burnham, 1995).
In his book, The People’s College, Smith (1949) stated,
Because it serves people, there is vigorous reciprocity in the Extension
Service. The Extension Service is an organization that is ‘of the people, by the
people, and for the people’. The role of the Extension Service is not only to carry
knowledge from the state colleges to the people, but also to carry from the people
of the state colleges practical knowledge whose workability has been tested on
farms, in industry, in homes, and in communities. In ideal Extension Service
work, science and art meet life practice. Mutual benefits result for the people and
educational institutions benefit from this mutual understanding. From this
partnership the Extension Service will not only develop better agriculture,
industries, homes and communities, but better colleges as well (p.78).
From its inception, the mission of land-grant college, as well as the mission of the
Extension Service, has been committed to communities and its people. These two bodies
share a commitment to take the university to all citizens who wish to become consumers
of its services. This education is aimed at helping people to help themselves.
The Cooperative State Research, Education, and Extension Service (CSREES)
founded the Extension Diversity Task Force (EDTF) in 1990 to review how diversity was
being addressed within the Extension Service. The EDTF was charged with achieving
and sustaining diversity as well as pluralism in every aspect of the Cooperative
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Extension Service (CES). The EDTF came out of the Extension Service Committee on
Organization and Policy (ECOP), an organization made up of 57 state and territory
extension systems (Council on Diversity, 1992).
As the United States population continues to become more diverse, the term
diversity has become more complex. Diversity not only includes ethnicity, but also
religion, gender, race, lifestyles, and sexual orientation (Institute for Democratic
Renewal, 2001). Extension Service educators must develop new approaches to teaching
and learning that are more effective for today’s ever changing population. Through
community based learning, the Mississippi State University Extension Service holds the
key to connecting diverse communities and aiding Mississippians in embracing a more
diverse society.

Problem Statement
Changes to practices and curricula involving diversity began over 50 years ago
with the court decision of Brown v. the Board of Education in 1954. While this decision
initially initiated education reform throughout the United States, this decision also
fostered changes in the legal and moral outlook of the country.
Brown v. Board of Education was not simply about children and education. The
laws and policies struck down by this court decision were products of the human
tendencies to prejudge, discriminate against, and stereotype other people by their ethnic,
religious, physical, or cultural characteristics. Ending this behavior as a legal practice had
far reaching social and ideological implications, which continue to be felt throughout the
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country. The Brown v. Board of Education decision inspired and galvanized human rights
struggles across the country and around the world (The Brown Foundation, 2004).
The U.S. Supreme Court decision in Brown v. Board of Education began a critical
chapter in the maturation of democracy. It reaffirmed the sovereign power of the people
of the United States in the protecting of their natural rights from arbitrary limits and
restrictions imposed by state and local governments. These rights are recognized in the
Declaration of Independence and guaranteed by the U.S. Constitution (The Brown
Foundation, 2004).
Since that time, institutions of higher learning have opened their doors to
individuals who were previously excluded. There was a time when minorities were
prohibited from attending “predominately white” universities. Today, such exclusions
are against the law thanks in part to Brown. The same was also true when we examine
the history of the Extension Service. As MSU-ES faces changes in its clientele,
administrators and agents must consider more than race when looking at diversity. The
Extension Service must also look at ethnicity, age, sexual orientation, and national origin.
According to the U.S. Census Bureau (2000), people over the age of 65 make up
approximately 12% of the population in the United States. The number of adults in this
age group is expected to increase to 20% by the year 2050. If this trend prevails, the
elderly will continue to comprise an increasingly larger segment of the population. Lamb
(1999) suggested that single parent families, blended families, and other alternative
family structures are becoming more commonplace. About 50% of all children born in
the US will spend at least part of their childhood with only one parent.
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The Future of State and Land-Grant Universities was a study on reform in the
Land-Grant University System by the Kellogg Commission. John V. Byrne (2000)
Former Executive Director of the Kellogg Commission, noted, “All sectors of the
university expressed the need for improved diversity, stronger engagement with society,
better planning and setting of goals…” (p.10). The Extension Service must look at itself
and raise questions concerning diversity. The results of this study may prove helpful to
the Extension Service as it begins to take a critical look at how to work with increasingly
diverse clientele.
As society becomes more diverse, all facets of society must be prepared to
address the needs of a diverse society. Race, ethnicity, people with disabilities, accents,
limited English transgender people, age, religious preferences, and political views are key
factors that must be addressed. To address these factors, it is imperative that higher
education and its support systems assess their current position on how these needs will be
addressed. This served as the impetus for the study. This study will serve as a step
towards assisting the MSU-ES in taking a critical look at current perceptions held by the
county-level professional staff toward the practices of the MSU-ES.

Purpose of the Study
The purpose of this study was to explore the county- level professional staff’s
perceptions of how diversity was being addressed in practice within the Mississippi State
University-Extension Service. This study explored diversity, recruitment and retention,
organizational climate, intercultural communication, and critical thinking among county
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level professional staff. The following research questions provided direction for the
study:
1. How did county–level professional staff perceive the manner in which the
MSU-ES publicly embraces a commitment to diversity?
2. How did county-level professional staff perceive methods of retaining and
recruiting diverse staff or volunteers within the MSU-ES?
3. How did county-level professional staff perceive the level of intercultural
communication of the MSU-ES in fostering mutual learning with people
of different backgrounds, experiences and perspectives?
4. How did county–level professional staff perceive MSU-ES encouragement
of critical thinking and informed dialogue among members of a diverse
community?
5. How did county–level professional staff perceive MSU-ES measurement
of the organizational climate?

Limitations of the Study
Every effort was made to ensure objectivity, but there will always be certain
biases and limitations. The following were limitations for this study:
1. This research was limited to Extension Service county level professional
staff in Mississippi.
2. The findings of this study were based primarily on the perceptions of
study participants.
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Assumption
The assumption related to this study was the respondents possessed enough
knowledge of diversity-related terminology to make a judgment on perception ratings.

Definition of Terms
For this study the following terms were defined:
Diversity: differences among people with respect to age, class, ethnicity, gender,
physical and mental ability, race, sexual orientation, spiritual practices and other human
differences (Extension Service-USDA, 1991).
Recruitment and retention: strategies and procedures related to the planning,
implementation, monitoring and evaluation of the recruitment and retention of employees
and potential employees (Society for Human Resource Management, 1999).
Multicultural Organizations: organizations which value human differences as a
competitive advantage have a pluralistic cultural that reflects the interests, contributions,
and values of members of diverse groups: have full and influential participation of all
members of the organization in decisions and policies that shape the organization; and
eliminate discrimination throughout the organization (Extension Service-USDA, 1991).
Organizational climate: a set of measurable properties of the work environment
perceived directly or indirectly by the people who live and work in this environment and
assumed to influence their motivation and behavior (Litwin & Stringer, 1974).
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Intercultural Communication: the symbolic exchange processes where by
individuals from two or more different cultural communities negotiate shared meanings
in an interactive situation (Ting-Toomey, 1999).
Perceptions: a result of perceiving: observation (Merriam-Webster online, 2006).
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CHAPTER II
LITERATURE REVIEW

The purpose of this study was to explore the county-level professional staff’s
perceptions of how diversity was being addressed in practice with the Mississippi State
University Extension Service (MSU-ES). This study explored diversity, recruitment and
retention, organizational climate, intercultural communication, and critical thinking
among county level professional staff.
The focus of this chapter was to provide a framework for this study through a
review of the literature regarding the perceptions of the current challenges or issues
inside MSU-ES related to diversity. The review of the literature begins with a definition
of the term “diversity”. Next, the review of literature focuses on recruitment and
retention, intercultural communication, critical thinking and responsible interaction.
Finally, this study focuses on the organizational climate.

What is Diversity?
There are many ways to define diversity. The Merriam-Webster Dictionary
(2006) defined diversity as the inclusion of diverse people (as people of different races or
cultures) in a group or organization. Diversity also refers to the ways people are
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different. Guion (1999) stated, “Diversity is a mosaic of people who bring a variety of
ethnic and cultural backgrounds, styles, perspectives, values and beliefs as assets to the
groups and organizations with which they interact” (p.1).
The Cooperative Extension System defined diversity as “differences among
people with respect to age, class, ethnicity, gender, physical and mental ability, race,
sexual orientation, spiritual practices, and other human differences” (Pathway to
Diversity, 1991, p.6).

From this definition one could infer that there was an awareness

of the differences individuals possess. Each person is unique, but often group identity or
ethnicity determines ones place in society. History has played a unique part in
determining the place of race and gender in society.
One very common method used to implement diversity initiatives is the “topdown” approach. “Top-down” diversity initiatives begin with implementation of the
program starting with people at the top of the organization. This method can be very
effective because it shows that management has a vested interest in diversity and the
people with whom they work. In Diversity Matters, Cook (2003) quoted former
Mississippi State University President J. Charles Lee by stating, “among the basic
principles underlying everything the university does is an appreciation for diversity and
the contributions of each individual. Our success can be measured by our spirit of
cooperation and collegiality” (p.1).
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Diversity in the U.S.
The United States continues to be the country with the greatest degree of ethnic
diversity. Thirty percent of the United States population consists of people of color. This
increase is primarily due to trends in immigration and birth rates. Ingram (2001)
observed “by the year 2008, African Americans and Hispanic/Latinos will be the
majority in more than one-third of the nation’s 50 largest cities and 5 of the nation’s
states. If the current population trends continue, by the year 2050, approximately 50% of
the US population will be non-white” (p. 3).
Immigration and fertility trends have made racial and ethnic diversity in the
workforce an important issue. Combined with the population growth, the latter part of the
20th century saw a widespread change of attitude around the world toward historically
excluded populations—from discrimination and exploitation to tolerance and inclusion.
Changes in policies and behavior have occurred rapidly and uniformly. Yet, civil and
human rights movements continue to work toward equalizing educational and
employment opportunities across racial and ethnic lines. In the context of an integrated
world economy, this advocacy increases the demand for employers to introduce and
manage harmonious human relations policies in the workplace (U.S. Department of
Commerce, n.d.).

Diversity in Mississippi
According to the 2000 U.S. Census, Mississippi’s population was 2,844,656,
ranking 31st among all states. This was a 10.5% increase since the 1990 census when
Mississippi’s population was 2,573,216. The 2000 U.S. Census reported that whites
12

made up 61.4% of Mississippi’s population with black residents making up 36.3%.
American Indian and Alaska Natives made up 0.5% of Mississippi’s population. Persons
reporting Asian American decent as race were 0.7% of Mississippi residents with those
reporting Hispanic or Latino origin making up the remainder of the Mississippi
population with 1.1% (U.S. Census, 2000).
Skates (2006) stated that until the 1940’s black residents made up a majority of
Mississippi’s population. Mississippi was one of four states that saw a decline in black
population between 1940 and 1960, largely because of black migration.
Presently, the black population in Mississippi is largest in the Delta, where blacks
make up more than 60 percent of the population in most counties. In the northeastern and
southeastern corners of Mississippi blacks account for less than 20 percent of the
population. Asians are 0.7 percent of the population, Native Americans 0.4 percent, and
those of mixed heritage or not reporting a race make up 1.2 percent. Native Hawaiians
and other Pacific Islanders number .667. Hispanics, who may be of any race, are 1.4
percent of the population (Skates, 2006). These demographic changes have created new
challenges for institutions and organizations. Organizations are challenged with the
responsibility of responding to the needs of the changing demographics, which consist of
new groups of people who have different beliefs, values, and behaviors other than those
of the denominate culture.

Dimensions of Diversity
Loden and Rosner (1991) asserted that people tend to identify with many different
groups and this has an effect on their identity. Each ethnic group has it own set of beliefs
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and behavior that are acceptable, which aids in shaping a person’s personality. Loden
and Rosner (1991) referred to these behaviors as primary and secondary dimensions of
diversity (Figure 1). Primary dimensions are defined as “those immutable human
differences that are inborn and/or that exert an important impact on our early
socialization and an ongoing impact throughout our lives” (p.18). Primary dimensions of
diversity include gender, race, physical abilities/qualities, age, ethnicity, and sexual
affection/orientation. Loden and Rosner (1991) defined secondary dimensions of
diversity as “mutable differences that we acquire, discard, and/or modify throughout our
lives, most are less salient than those of our core” (p.19). Secondary dimensions of
diversity include work background, income, marital status, military experience, religious
beliefs, geographic location, parental status, and education. All of these dimensions put
together help to shape our personal experiences (Loden & Rosner, 1991).
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Figure 1.
Primary and Secondary Dimensions of Diversity:

Primary and secondary dimensions of diversity include gender, race, physical
abilities/qualities, age, ethnicity, and sexual affection/orientation. From
Workforce America! Managing employee diversity as a vital resource by Loden
and Rosner (1991). Reprinted with permission of Patrice Ingram.

Esty, Griffin, and Schorr-Hirsh (1995) maintained that diversity was beneficial to
both employees and employers. Although employees are interdependent in the
workplace, respecting individual differences can increase productivity. Diversity in the
workplace can reduce lawsuits and increase marketing opportunities, recruitment,
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creativity, and business image (Esty et al., 1995). In an era when flexibility and creativity
are keys to competitiveness, diversity is critical for an organization's success.
Mulholland (2005) suggested that the most important benefits of implementing
diversity policies arise from strengthening organizational and human capital. Along with
knowledge capital, these are the principle intangible assets used by companies and
organizations in different sectors to establish competitive advantage and to create value.

Recruitment and Retention
Green, Lopez, Wysocki, and Kepner (2002) suggested that as the world’s
population increased, interaction among people from diverse cultures, beliefs, and
backgrounds would be greater than ever before. Green et al. (2002) stated that because of
the advances in technology, people no longer lived in isolation; people were now part of a
worldwide community where interaction could come from all continents. It was with this
in mind that workforce diversity became an important issue for today’s administrators
and managers. Attracting and developing the best talent in organizations should be a
priority. This is why integrating diversity staffing into the workplace was imperative to
most competitive and successful organizations. This was where recruiters should take the
lead and broaden their talent search for people that possess such diversities -- culture,
experience, education, background, and disabilities (De`Campo, 2003).
As the demographics of today’s society change, organizations will be required to
review their management practices and develop new and creative strategies to manage
people. Managing diversity is more than acknowledging the differences in people.
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Managing diversity involves recognizing differences in people, promoting a spirit of
inclusiveness, as well as combating discrimination (Office of Human Resources, 2006).
The University Planning Council (2001) indicated that state extension service
organizations are reviewing their commitment to the recruitment and retention of a
culturally diverse workforce. A diverse workforce is one in which the contributions of
each member - faculty, staff, or administrators are respected and valued (University
Planning Council, 2001). Such a workforce is able to create a variety of perspectives and
processes for the successful completion of tasks. Employers can build on the strengths of
individuals and groups and also develop policies that create an environment to get the
best out of each individual.

The MSU-ES Recruitment Plan
The Mississippi State University Extension Service developed a comprehensive
plan that examined organizational culture and the need for change, beginning with the
organization’s leadership. This plan included recruitment sites as well as advertisement
plans to target sites. This plan targeted Regional Historically Black Colleges and
Universities (HBCU’s) as well as in-state universities and traditionally
white colleges. This recruitment plan included plans to recruit students at
private colleges as well. The purpose of the MSU-Extension Service Recruitment Plan
is:

This plan is to improve Mississippi State University Extension Service
efforts to recruit the most qualified applicants for potential employment
opportunities. A special emphasis on diversity will be included with this effort.
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Mississippi's population is becoming more diverse, and Extension recognizes the
importance of its recruitment and marketing efforts in attracting highly qualified
staff, which represents our diverse constituency. MSU-Extension employs
approximately 700 employees with about one half of those technically trained in
academic areas related to agriculture, family and consumer sciences, youth
development and community resource development. Due to the limited number of
Mississippi institutions conferring degrees related to all areas of Extension work,
and the limited number of minorities receiving degrees in those areas, efforts
would also be placed on targeting regional institutions for recruitment purposes.
This plan primarily targets entry-level professional field staff positions.
Consideration will also be given to developing a pool of potential employees for
all Extension positions.
(Hampton, n.d.)

One of the goals of the MSU-ES recruitment plan was to actively recruit a diverse
pool of qualified applicants. Special attention was to be placed on ensuring that all equal
employment opportunity and affirmative action requirements were met. Specific
objectives were also a part of the MSU-ES recruitment plan. These objectives are:
1. To identify specific colleges and universities, including regional historically
black colleges, which offer potential employees for Extension positions.
2. To develop Extension's recruitment teams.
3. To ensure that team members are aware of Extension's employment
procedures.
4. To ensure that Extension's recruitment efforts follow state and federal laws
and regulations.
(Hampton, n.d.)
One of the Extension Service’s, Pathway to Diversity (1991) goals was to work
toward a multicultural organization. To accomplish this, the recommendation from the
taskforce was to recruit and hire a more diverse workforce as current staff leave or retire.
This document said that opportunities exist for the Cooperative Extension Service to
build on its strengths to increase diversity within staff (Pathway to Diversity, 1991).
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An Example of a Retention Plan at Work
Other states have retention plans that include components of diversity. Grogan
and Eshelman (1998) provided examples on how the Cornell Cooperative Extension
Service (CCES) involved a variety of people and utilized specific strategies through its
recruitment, selection, and orientation process to support and promote diversity and
pluralism. Ewert, Rice, and Lauderdale (1995) (as cited in Grogan & Eshelman, 1998)
communicated that diversity affects an organization in several ways including
recruitment/retention of staff, management styles, decision-making processes, and
relationships within organizations. Organizations are becoming more inclusive by
altering aspects of their culture within each of these categories (Grogan & Eshelman,
1998).
In matters of recruitment, Grogan and Eshelman (1998) stated that based on their
experiences, personal contact has been the most productive recruitment strategy for
attracting a diverse and well-qualified applicant pool to CCES positions. The authors
also noted that effective recruitment utilized a variety of strategies to inform potential
applicants of positions. The CCES also encouraged all staff to recruit. Recruitment was
everyone’s responsibility. That was the strategy CCES wanted to make sure their staff
recognized as successful. Lastly, Grogan and Eshelman noted that if specific efforts were
made to address diversity issues during the staffing process, the Extension Service would
increase its potential for effectiveness and productivity.
There has been progress made since Extension Service Pathway to Diversity
(1991). In 1997, the Taskforce published a system profile assessment called Managing a
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Diverse Workforce in the Cooperative Extension System: Recruitment, Selection, and
Retention of a More Culturally Diversity Workforce. In 2003, Extension Service USDA
Pathway to Diversity Reaffirmed (2003) recommended that the Extension Service
develop national, state, and territory action plans to implement policies to achieve and
sustain workforce diversity. There was also the formation of the Change Agent States for
Diversity (CASD) Taskforce. CASD conducted profile assessed the organizational
climate of eight states in 2003. The recommendation from the CASD Taskforce was that
states should address diversity issues in retention and recruitment. In doing so, states
must appoint a taskforce to develop models and strategies for recruitment. This taskforce
must also focus on selecting and retaining a diverse workforce and volunteer base
(Cooperative Extension System, 2003).

Retention
When considering strategies for retaining employees, organizations often limit
their thinking to monetary items such as bonuses, pay differentials, etc. However,
according to Structure Magazine (2001, p.98), surveys throughout several industries
indicated the number one reason employees remained at a company was the presence of
growth and development opportunities. In those same surveys, fair pay and benefits did
not rank in the top ten. Building relationships that link people with the organization was
an important part of retaining and advancing a diverse range of talent (Structure
Magazine, 2001). Programs that focused exclusively on recruitment efforts without
further relationship-building enhancements often resulted in frequent turnover rates
among diverse recruits.
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Practices in Retention
SIA Diversity Resources (n.d.) stated that today’s job market is very competitive.
It is tough for an employer to find good candidates and equally tough for applicants to
find good positions. Combine that with the problem of competition for employees by
competitors and the employer has a large challenge in maintaining a strong team.
Providing opportunities for professional growth is an excellent way to increase the
retention rates for employees. This can be established through programs such as
mentoring, diversity training, succession planning, and flexible work arrangements (SIA
Diversity Resources, n.d.).
Formal and informal mentoring programs are among programs currently in place
to aid in retaining a diverse workplace. Many organizations conduct other types of
retention programming aimed at developing women, minorities, and even certain age
groups. This type of training is often conducted inside of the organization. General
employee development programs include: leadership and management training, career
planning, and professional development skills. Most organizations agree that the
development of key mentoring programs makes a significant contribution to increasing
employee retention. One of the key elements of a mentoring program is that mentoring
should be seen as a “two-way street”. Mentoring benefits both the mentee and mentor. If
mentors concentrate exclusively on teaching mentees how to “fit-in”, then mentors and
the organization may lose much of the learning that is inherent in diversity. Mentors
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should also expect to learn new ways of thinking and to identify ways that the
organization might change to gain greater access to diverse talent (SIA Diversity
Resources, n.d.).
As noted earlier, attracting and then obtaining a talented diverse group of
employees is only the beginning. The more important challenge is creating and sustaining
an environment where individual differences are respected and hard work and results are
rewarded. Diversity training is one step in creating a culture that is more open to people
of diverse backgrounds. SIA Diversity Resources (n.d.) indicated that the common goal
in diversity training is to develop employees to deal effectively with colleagues and
clients from different backgrounds. Diversity training also seeks to teach employees
about and to optimize the unique contributions of each individual. Many organizations
conduct this type of program to increase employee sensitivity toward awareness of
diversity issues. A number of organizations direct training efforts to develop
interviewing, teamwork, and conflict resolution skills as they relate to working with
people from diverse backgrounds (SIA Diversity Resources, n.d.).
The Aberdeen Group (2005) maintained that succession-planning programs were
another effective way of retaining employees. This program was one of the most
frequently cited as a benefit to employees of both genders and all majority and minority
groups. Effective succession planning programs included programs that identified the
competencies and experiences required for success. In succession planning, the
Aberdeen Group suggested that patterns and guidelines from other successful people
could be used to find a succession candidate. These processes also required managers to
identify several candidates they felt had the ability to replace them. In this process,
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managers identified three or more candidates who could advance to fill their position.
This list should include qualified diverse candidates (Aberdeen Group, 2005).
Recruitment and retention are investments in the future, and the Extension Service
should be committed to attracting talented people from a broad range of communities
throughout the world. To continue to meet business objectives, the Extension Service
should seek qualified professionals with diverse skills, perspectives, cultural
backgrounds, and experiences.

Culture and Intercultural Communication

Communication
Communication, like culture, can be everywhere. “People cannot not
communicate,” is a familiar saying in the field of communication. Lustig and Koester
(1999) defined communication as a symbolic process in which people create shared
meanings. In looking at this definition, one could surmise that communication, like
culture, is a continuous process and is ever changing.
Ting Toomey (1999) stated that there were several properties that described the
nature of communication. First, communication was a dynamic process, being lively or
active. A process was anything that is ongoing. The two terms, process and dynamic,
were closely related. Part of what made communication a process was that it was
dynamic in nature. This is what made communication active and sometimes forceful
(Ting Toomey, 1999).
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Secondly, Ting Toomey (1999) indicated that communication was interactive and
transitive because it occurred between two people. Communication requires the active
sharing of information between two people that are simultaneously sending and receiving
messages. Symbols are the vehicle by which the thoughts and ideas of one person are
conveyed to another person during the communication process. One of the most debated
issues in the communication process is whether or not communication is intentional
(Preston, 2002). Intentional communication exists when two or more people consciously
engage in some type of interaction consciously. Also, there is the possibility of
unintentional communication that can occur during the course of the communication
process.
Communication is dependent on the context in which communication occurs.
Context is the cultural, relational and perceptual environment in which communication
exists. Communication is everywhere all the time; therefore, it can be said that
communication is a ubiquitous process. People are constantly being bombarded with
verbal and nonverbal communication. There is always some sort of communication
happening. Communication cannot be avoided (Preston, 2002).
Lastly, Ting Toomey (1999) maintained that culture shapes our communication.
All communication is cultural. Cultural communication draws on the ways people learn
to speak and give nonverbal messages. People do not always communicate in the same
manner every day. Factors such as mood, context, and personality influence our choices.
Communication is an interactive process. Relationships with others depend on the
effectiveness of communication (Ting Toomey, 1999).
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Culture
What I say is this, and this I do not say to all Englishmen. God made us
different, you and I, and your fathers and my fathers. For one thing, we
have not the same notions of honesty and speaking the truth. That is not
our fault, because we are made so. And look now what you do? You come
and judge us by your own standards of morality. You are, of course, too
hard on us. And again I tell you are great fools in this matter. Who are we
to have your morals, or you to have ours?
—Rudyard Kipling,
East and West (n.d.)
The word culture has many different meanings. For some, it refers to an
appreciation of good literature, music, art, and food. Biologists refer to culture as a
colony of bacteria or other microorganisms growing in a nutrient medium in a laboratory
petri dish. Anthropologists and other behavioral scientists define culture as the full range
of learned human behavior patterns (Beer, 2003). The pioneer English anthropologist
Edward B. Taylor in his book, Primitive Culture, published in 1871, first used the term
culture in this way. Taylor suggested culture was "that complex whole which includes
knowledge, belief, art, law, morals, custom, and any other capabilities and habits
acquired by man as a member of society" (p. 1).
Hofstede (1991), a cultural psychologist, wrote “Culture is the collective
programming of the mind which distinguishes the members of one group from another”
(p.4). Wederspahn (2000) noted that culture was the shared set of assumptions, values,
and beliefs of a group of people by which they organize their common life. Many other
scholars referred to the above definitions of culture as “subjective culture”. Triandis’s
(1972) book, The Analysis of Subjective Culture, defined this notion as “a cultural
group’s characteristic way of perceiving the man-made part of its environment” (p.14).
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The Iceberg Concept of Culture
Culture has been aptly compared to an iceberg (Storti, Bennhold-Samaan, Peace
Corps, 1997). Just as an iceberg has a visible section above the waterline and a larger,
invisible section below the water line, culture has some aspects that are observable and
others that can only be suspected, imagined, or intuited. Like an iceberg, the part of
culture that is visible (observable behavior) is only a small part of a much bigger whole.
Above the water line, the iceberg aspects of culture are explicit, visible, and taught (Storti
et al., 1997). This includes written explanations as well as those skills and information
conveyed through formal lessons, such as manners, or computing long division, or baking
bread. Above the water are the tangible aspects from the "cultural markers" tourists seek
out such as French bread or Guatemalan weaving, to the conformity in how people dress,
the way they pronounce the letter "R" , how they season their food, or the way they
expect an office to be furnished (Beer, 2003). Beer (2003) says that at the water line, the
transition zone, is where the cultural observer has to be more alert: "now you see it now
you don't". This is the area of the iceberg where implicit understandings become visible.
In this area of the iceberg is where official explanations and teachings become irrational,
contradictory and often inexplicable. This is where theology becomes almost like faith
(Beer, 2003).
Consider the Iceberg Concept of Culture (see Figure 2). Below the water line is
“Deep” culture, which illustrates habits, assumptions, understandings, values, and
judgments. These are things that are known but cannot be articulated and are sometimes
called the unspoken rules. These beliefs are sometimes highly emotional. Usually these
aspects are not directly taught.
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In the book Gestures: Do’s and Taboos of Body Language From Around the
World, Axtell (1991) referenced how people eat dinner. For example, look at the order
in which food is eaten during a meal. Does it end with dessert or with a pickle? Does one
drink water or tea? Consider how people may feel they are being treated in a welcoming
manner. Is there a handshake? Is there a respectful distance? Are they greeted with a
hug or addressed by their full name? These are gestures or daily rules learned by osmosis.
Axtell (1991) maintained that these judgments are under-the-waterline, and are not
commonly called into question or explanation.
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Figure 2.
The Iceberg Concept of Culture.

In the item depicted culture has a visible section above the waterline and a larger,
invisible section below the water line, culture has some aspects that are observable and
others that can only be suspected, imagined, or intuited. From Indiana Department of
Education by Language Minority and Migrant Programs, n.d. Reprinted with permission.

Intercultural Communication
How do the terms culture and communication come together to form intercultural
communication? Ting-Toomey (1999) defined intercultural communication “as the
symbolic exchange process whereby individuals from two or more different cultural
communities negotiate shared meanings in an interactive situation” (p.16). The major
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concepts of this definition include the following: symbolic exchange, process, different
cultural communities, negotiated shared meanings, and an interactive situation (Houghton
Mifflin Company, n.d.).
Intercultural communication is the existing degree of difference that exists
between individuals. It is derived primarily from cultural group membership factors such
as beliefs, values, norms, and interaction scripts (Ting-Toomey, 1999). The term
Inter-group communication implies that a degree of difference exists which stems from
general group membership factors (e.g. ethnicity, gender and social status) (p.16).
Intercultural communication skills are gaining importance as people of various cultural
backgrounds come together through the advances in modern technology. These advances
aid people from differing cultures to become a part of the local community. Intercultural
communication competence will be the key as to how society utilizes and includes the
talents of all members of the organization for the greater good of the community
(Preston, 2002).
Peterson (2002) further stated that any communication between two or more
people can be “intercultural” due to differences in the methods information is processed
and received. The depths of our culture lie largely in how information is processed.
Culture that directs the ways situations are approached as well as what is gleaned from a
particular situation (Preston, 2002).
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Critical Thinking, Responsible Analysis, and Informed Dialogue

Critical Thinking in Diversity
Bacig (2005) stated that, “As populations in the United States become
increasingly diverse, extension education must respond with reform efforts that meet the
needs of all clientele” (p.1). Curriculums that are culturally sensitive and integrate
multicultural viewpoints must be developed. Additionally, Bacig offered that the
curriculum must incorporate instructional strategies that help to encourage all clientele to
learn and achieve their goals. Critical thinking requires discipline and mental effort in
order to work on complex problems such as diversity. Facione (1998) stated that,
“Critical thinking is about how you approach problems, questions, issues. It is the best
way we know to get to the truth” (¶ 26). Lipman (1999, p.96) noted that critical thinking
is “skillful responsible thinking that facilitates good judgment because (a) it relies upon
criteria, (b) it is self-correcting, and (c) it is sensitive to context” (p.3).
In order to develop critical thinking skills, Fried (1993) opinioned that to
communicate in an effective manner, especially in a diversity situation, people needed to
understand how to organize data, and analyze, synthesize, and draw conclusions while
recognizing the power that emotions, values, and personal experiences had in sharing
one’s interpretation of information (p.126). Fried (1993) identified “three sets of skills
that people need to learn in this regard: (1) separating facts from cultural assumptions and
beliefs about those facts; (2) shifting perspective; and (3) differentiating between
personal discomfort and intellectual disagreement” (p.126).
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Fried (1993) recommended that people should be "encouraged to explore their
own beliefs and cultural assumptions about an event and their effect on interpretation of
course material" (p. 127). By sharing their insights with each other, professionals could
gain greater understanding of the value of each person's frame of reference in interpreting
information. With increased experience and self-disclosure, professionals began to
distinguish among facts, beliefs, values, and personal experience, while also learning
when to challenge and disagree and when to exercise understanding and acceptance.
Although the multicultural composition of the United States posed a challenge in
the workplace, its value was significant in the educational process. As Pierce (1993)
noted, "The overarching purpose of educating for diversity, both in and out of the
workplace, is to facilitate movement on the cultural competence continuum toward
advanced cultural competence and to prepare learners to challenge and restructure
institutions of society to become more inclusive, just, and democratic" (pp. 4-5).

The Social Relevance of Diversity
Single–parent, blended, and other alternative family structures are becoming more
commonplace. In 2004, 68 percent of children ages 0–17 lived with two married parents,
which had decreased from 77 percent in 1980 (America’s Children, 2005). That meant
approximately less than half spent at least a part of their childhood with only one parent.
People who once led secret lives such as gay, lesbian, bisexual, and transgender
persons were choosing to be open in their communities and workplaces. Also, people
with physical and mental disabilities were seeking to be contributing members of society.
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In the article Facing Issues of Diversity: Rebirthing the Extension Service,
Schauber and Castania (2001) noted that one of the biggest challenges facing Extension
leadership and middle mangers across the country was hiring and retaining a diverse
workforce. Yet others were concerned with delivering programs that were culturally
sensitive. Schauber (2001) addressed how leadership could provide an environment that
allows staff to learn new skills in designing programs that would bring in groups that
were once excluded.
Ewert and Rice (1994) found that the Cooperative Extension Service must
articulate a vision for multiculturalism and translate those findings into action. Training
in relevant topics and culturally appropriate materials and a more inclusive structure
could help the Extension Service become a significant leader in multicultural
programming.

Equal Employment Opportunity/ Affirmative Action vs Diversity
Many may argue that Equal Employment Opportunity (EEO)/ Affirmative Action
(AA) and diversity are the same. Diversity initiatives go beyond EEO/AA. EEO and AA
are non-discrimination policies. EEO is a legal mandate to protect employees. EEO aids
in insuring that individuals can not be excluded from advancement in employment based
on race, color, national origin, ancestry, sex, religion, marital status, age, veteran status,
physical or mental disability, ex-offender status, or sexual orientation. EEO laws are
intended to reduce prejudice and discrimination (Extension Service-USDA, 1991).
Affirmative Action (AA) was designed to increase representation in employment
of minorities and women in areas were they were once underrepresented. The Civil
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Rights movement was a motivational force behind this act. Because of vast practices in
discrimination, federal contractors and agencies have been expected to recruit, hire, train
and promote qualified employees that are members of previously excluded groups
(Extension Service-USDA, 1991).
Diversity extends beyond EEO and AA. Diversity, unlike EEO and AA, is not
based solely on changing the number of different nationalities represented in the
workplace. Diversity is intended to recognize and value the contributions different
individuals make. Diversity also seeks to create an inclusive environment where there is
an awareness of and respect for individual culture (Extension Service-USDA, 1991).
According to Pathway to Diversity, “Emphasis on Diversity” (EOD) the Task
Force on Diversity does not intend for this plan to be a repackaged version of The
Extension Service’s Civil Rights programs. This plan states, “Emphasis on Diversity
goes beyond EEO/AA to develop a culture and environment in which diversity is valued
and pluralism is achieved.” (Extension Service-USDA, 1991, p.7). The taskforce said that
EOD is a response to the changes in the population of the United States. EOD is also
concerned with designing programs that are relevant to all people. This plan helps to
create an environment where human differences are valued and each employee
is encouraged to bring all of who they are to the work place. Table 1 illustrates the
differences between EEO/AA and EOD.
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Table 1
Differences Between EEO/AA and Emphasis on Diversity
EEO/AA

Emphasis on Diversity

Government initiated

Extension Service Initiated

Legally Driven

Productivity/Effectiveness/Relevance
driven
Opportunity Focused

Problem/Prevention focused
Focus on program and
employment neutrality
Assumes assimilation

Focus on work and program
environment and the use of workforce
skills
Assumes pluralism

Reactive/Proactive

Proactive

Note. Equal Employment Opportunity (EEO)/ Affirmative Action (AA) and
diversity are the same. Diversity initiatives go beyond EEO/AA. (Extension
Service-USDA, 1991)

Organizational Climate
As noted previously, this nation will encounter diversity of all types, but gender
and ethnic diversity will appear to be the most evident. If the projected diversity trend
continues, the minority will become the majority very soon, with the largest growth
coming from the Hispanic community. According to the projections from the 2000
Census, in 50 years, non-Hispanic whites will make up approximately 50% of the total
United States population.
With this in mind, culturally diverse organizations may become an even larger
issue. Organizational culture is defined as an organization’s values, beliefs, principals,
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practices, and behaviors (Wikipedia, 2005). Bruhnm (1996) suggested looking at the
organization’s public language: printed documents that describe vision, values, and
mission, as well as policy and procedure manual, to find evidence of the organizations
culture. Bruhnm (1996) stated, “A healthy organization is one in which an obvious
effort is made to get people with different backgrounds, skills and ability to work
together toward the goal or purpose of the organization” (¶2).
In the book Cultural Diversity in Organizations: Theory, Research and Practice,
Cox (1993) outlined the importance of effective culturally diverse organizations.
Effective culturally diverse organizations:
•
•
•
•
•

Enhance the creativity and problem-solving abilities of the organization
Are morally, ethically and socially the right thing to do
Affect performance of minority-group employees
Are more economical in the long run
Result in better service to changing clientele
(Cox, 1993)

Schauber (2001) stated an effective, culturally diverse organization was one
whose culture was inclusive of all of the varying groups and constituencies it intended to
serve. In the case of the Extension Service, this means people of the state. Schauber
stated that people from different cultural backgrounds had different perspectives that
were shaped by their values, attitudes, and beliefs. Schauber also noted that essentially
the culture of the organization had to change to become more inclusive of other values
and belief systems of the people they intended to serve (Schauber, 2001).
Mississippi State University’s goal is to insure that it creates an environment that
is welcoming to diversity. The Mississippi State University Office of Diversity and
Equality Programs is committed to promoting a working and learning environment free
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of discrimination on the basis of race, color, national origin, religion, sexual orientation,
group affiliation, gender, age, disability, or veteran status (Cook, 2003).
Changing an Extension Service organization into an effective culturally diverse
society is a strategic and deliberate process that involves fostering change in the
organizational culture. Identifying and then changing the Extension Service diversity
climate can change the Extension Service’s culture.

Organizational Structure of the MSU-ES
For many years, the Mississippi State University Extension Service (MSU-ES)
has delivered educational programs across Mississippi. MSU-ES followed the traditional
pattern of an Extension Service office in every county. Programs were conducted by
county Extension Service offices staffed with agents working in one of four core
program areas: agriculture and natural resources, family and consumer education, 4-H,
and economic and community resource development (McGillberry, 2002).
This method of delivery was very effective, but today Mississippians face
increasingly complex problems because of the broad social and economic changes within
our society. These issues require Extension Service professionals with greater expertise in
more sharply focused subject areas. Economic constraints have dictated a need for a more
efficient model of program delivery (McGillberry, 2002).
In 2001 the Mississippi State University Extension Service created a 15-member
team to develop recommendations for restructuring. The recommendations of this
internal development team resulted in a plan for restructuring, which was being
implemented in FY 2003:
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Every county will have a full-time Extension county director to coordinate
assessment of local needs and delivery of educational programs in consultation
with local leaders; 4-H youth development programs will continue to be
conducted at the local level by a 4-H agent, 4-H program assistant, or the county
director; the core county staff will be supported in program delivery by area
agents serving multiple counties and specializing in 14 different areas of
expertise. Each of these agents will be trained to develop greater depth of
expertise in his or her subject area, making it possible to meet the more complex
problems of the future. Areas of specialization include eight in agriculture and
natural resources, five in family and consumer education, and one in economic
and community resource development. Staff at the county and area levels will, as
in the past, be supported in program planning and delivery by the expertise of
Extension specialists at Mississippi State University .
(Annual Report MSU-ES, 2002, p1)

Role of County Extension Service Director
The County Extension Service director plays a critical role in linking the
Extension Service with the county through involvement with community leaders, civic
clubs, and elected officials. County directors are responsible for assessing local needs and
coordinating program delivery. They are also responsible for assuring that the countybased 4-H program operates effectively, and they supervise the Extension Service
secretaries (Overview of Restructure, 2003).

Role of Area Agents
Area agents (AA) provide in-depth knowledge and skills in their program focus
area. They serve multiple counties, working with county Extension Service directors in
their assigned area of the state to assess needs and deliver programs. Every county will
have access to in-depth expertise from area agents specializing in two subject areas:
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•
•

Family and Consumer Education - nutrition and food safety, health, child
and family development, family resource management, and leadership
development
Agriculture and Natural Resources - agronomic crops, animal
science/forages, horticulture, forestry, risk/farm management, aquaculture,
environment/nutrient management, and wildlife/fisheries
(Overview of Restructure, 2003).

All area agents in agriculture and natural resources and family and consumer
education are specialized in a program focus area. The following is a list of area agents in
each of the program focus areas:

Agriculture and Natural Resources
Agronomic Crops
Animal Science/Forages
Horticulture
Forestry
Risk/Farm Management
Aquaculture
Environmental/Nutrient Management
Wildlife and Fisheries
Family and Consumer Education
Nutrition and Food Safety
Health
Child and Family Development
Family Resource Management
Leadership Development
(Overview of Restructure, 2003)

Role of 4-H Agents
The 4-H Youth program strives to improve the quality of life for the youth of
Mississippi by developing potential and by providing "hands-on" (experiential)

38

educational programs. Programs are delivered through local county Extension Service
offices to volunteer’s leaders. 4-H agents and program assistants are assigned to
counties.
(Overview of Restructure, 2003).

Summary
In summary, the key premises from this review of the literature, which form the basis
for this study, are reviewed here.
•

A cultural diverse organization is one in which each level of the
organization is culturally diverse. Organizations that are culturally diverse
enhance the critical thinking abilities of its members.

•

Diverse practices in recruitment and retention are investments in the future
of an organization. To continue to meet business objectives, organizations
such as the Extension System, must seek qualified people with diverse
skills, perspectives, cultural backgrounds, and experiences.

•

Culture directs how situations are approached and what a person takes
away from any given situation.

•

With increased experience and self-disclosure, professionals will begin to
distinguish among the facts, beliefs, and personal experiences. People also
learn when to challenge and disagree and when to understand and accept.

•

An organization’s climate can be defined by the day-to-day interaction
between people in the organization and incorporates the perceptions that
people have about the organization’s mission and goals.
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This project is limited to examining the current practices of the Mississippi State
University Extension Service (MSU-ES) in terms of diversity.
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CHAPTER III
METHODOLOGY

In this section, the design and plan that was used in conducting this study is
described. The research design, population, instrumentation, pilot test, data collection
and data analysis is explained. The rationale for the design choice is discussed. Also, the
sample population is described, as well as information concerning approvals that were
secured for this study.

Research Design
The purpose of this study was to explore the county- level professional staff’s
perceptions of how diversity was being addressed in practice within the Mississippi State
University-Extension Service. This study explored diversity, recruitment and retention,
organizational climate, intercultural communication, and critical thinking among county
level professional staff.
This study utilized a descriptive survey research design. Descriptive survey
research is used to describe an existing condition (Fraenkel & Wallen, 2003). Fraenkel
and Wallen (2003) explained that in educational research, the most common descriptive
methodology used is the survey as researchers summarize the characteristics of
individuals, groups, or physical environments. Descriptive research uses questionnaires,
which is an inexpensive way to gather data from a large number of respondents. The
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advantage of questionnaires is that they can be administered to respondents by mail and
can be given to a large number of people at the same time (Fraenkel & Wallen, 2003). A
well-designed questionnaire that is used effectively can gather information on both the
overall performance of the system as well as information on specific components of the
system.

Population
The population consisted of all Mississippi State University Extension Service
county level professional staff employed as of December 1, 2006 (N=169). County-level
professional staff for this study consisted of Area Agents (n = 55), County Directors (n =
76), and 4-H Agents (n= 47). All 169 agents were invited to participate in this study.
Of the 169 surveyed, 128 or 75.7% of the county–level professional staff completed the
survey.

Instrumentation

After a review of the literature, a questionnaire was selected and modified. The
questionnaire used to collect data for this study was modified from one developed and
used by the University of North Carolina at Chapel Hill Chancellor’s Task Force on
Diversity (Appendix C). The Chancellor’s Task Force on Diversity conducted an
assessment of diversity on their campus. During this assessment, the taskforce took into
account the experiences of students, staff and faculty as they relate to race, gender, class,
sexuality, culture, and religion (UNC-Chapel Hill, 2005).
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In modifying the original survey the researcher changed the wording to reflect
the MSU-ES organization. Words such as University were changed to MSU-ES and
students were changed to clients, and in some cases staff/volunteer. In the demographic
section, education, years of service, and position titles were added in order to capture the
demographics of the MSU-ES organization.
The questionnaire consisted of six parts. Part I of the questionnaire consisted of
eight Likert-type statements that dealt with the vision and commitment to diversity by the
MSU-ES. Part II consisted of four Likert-type statements that spoke to the presence of
diversity in the MSU-ES. Part III consisted of three Likert-type statements that sought to
find out what benefits diversity had at MUS-ES. Part IV consisted of three Likert-type
statements that looked at county-level professional staff’s perceptions of how MSU-ES
encourages critical thinking and responsible interaction among its staff members. Part V
consisted of 36 Likert -type statements that examined respondents’ perceptions of the
supportive climate of diversity of MSU-ES. Finally, Part VI of the instrument contained
seven questions related to demographics (age, gender, ethnicity, education, years of
service, position title, and disability).
In each section, respondents were asked to rate their level of agreement with each
statement according to their perception of the current practices of the MSU-ES in relation
to diversity. Respondents were provided with instructions on how to complete the
questionnaire. Parts I, II, and 2 questions in Part III used a 5 point Likert-scale where
responses ranged from 1 = Strongly Disagree; 2 = Disagree; 3 = Neutral; 4 = Agree; and
5 = Strongly Agree. In Part IV, there was one question where respondent’s used Yes and
No responses. In Part V, 18 questions were based on a Likert-scale ranging from
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1=Never, 2 = Seldom, 3 = Sometimes, and 4 = Often and 18 questions used a 5 point
Likert-scale where responses ranged from 1 = Strongly Disagree; 2 = Disagree; 3 =
Neutral; 4 = Agree; and 5 = Strongly Agree.
For the purpose of this study, potential factors were determined based on previous
research and categorized as vision and commitment, diversity previous research and
categorized as vision and commitment, diversity presence, educational benefits of
diversity, responsible interactions, and supportive climate for diversity. The following
section discusses the method by which items in each part of the survey were
selected/adapted from prior research to gather information about perceptions relevant to
understanding participant’s perceptions of diversity.

Part I - Commitment to Diversity
The eight questions in this section of the questionnaire gave participants the
opportunity to express their opinion about how the MSU-ES publicly embraced,
recognized, and expressed its commitment to diversity. To study the commitment of
MSU-ES to diversity, questions were asked about the MSU-ES environment and how the
organization addressed issues/incidents that might have involved race, sexism,
homophobia, lack of accommodation for disabilities, religious harassment, intolerance for
differing political views, and ageism.
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Part II - Diversity Presence
There were four questions in this section that dealt with Diversity Presence inside
the MSU-ES organization. This section was related to what MSU-ES has done to recruit
and retain diverse staff or volunteers. Factors considered were: recruitment efforts,
tenure and promotion processes, professional development, and retention efforts.

Part III - The Benefits of Diversity
Three questions dealt with the Educational Benefits of Diversity. This section
examined the opportunities that exist within the MSU-ES environment for civil
exchanges and open communication that foster mutual learning among people with
different backgrounds, experiences and perspectives.

Part IV - Responsible Interactions
The three questions in this section dealt with Responsible Interactions of the
MSU-ES organization. This section examined the ways MSU-ES encourages critical
thinking, responsibility analysis and informed dialogue among members of a diverse
community.

Part V - Supportive Climate for Diversity
This section consisted of 36 questions. These questions focused on the manner in
which MSU-ES assures that the organizational climate was welcoming, inclusive and
supportive for all staff and volunteers.
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Part VI - Demographics
This section of this survey consisted of items that solicited demographics and
professional variable information. The information includes age, gender, ethnicity,
education, years of experience, position title, and documented disability.

Validity and Reliability
Validity revolves around the defensibility of the inferences researchers make from
the data collected through the use of an instrument. Simply stated, validity of an
instrument is defined as an instrument that measures what it is supposed to (Ary, Jacobs,
& Razavieh, 2002). Instruments are used to gather data. Researchers use this data to
draw conclusions about characteristics of certain groups or individuals. In order for these
conclusions to be useful they must be correct. Therefore, researchers want this
information to draw valid conclusions about the characteristics of the individuals or
groups they study (Ary, Jacobs, & Razavieh, 2002). There are various ways to measure
instrument validity.
For the purpose of this study, the researcher sought face and content validity of
the survey instrument. Face validity ensures that the instrument measures what it is
supposed to measure. There would be low face validity when the researcher disguises
intentions. Content validity is the full content of a concept’s definition included in the
measure. It includes a broad sample of what is tested, emphasizes important material and
requires appropriate skills (Ary, Jacobs, & Razavieh, 2002). Fraenkel and Wallen (2003)
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asserted that content validity is partly a matter of determining if the content that the
instrument contains is an adequate sample of the domain of content it is supposed to
represent (p.160).
A common way to achieve content validity is to have someone examine the
instrument (Fraenkel & Wallen, 2003). This person would judge whether or not the
questions are appropriate (Fraenkel & Wallen, 2003). To accomplish this, the researcher
used a nine-member panel of experts. The Former Director of Mississippi State
University Office of Diversity, Carson Cook, aided in identifying diversity professionals
to serve on a panel of experts to evaluate the survey instrument. Mr. Cook also agreed to
serve as a member of the panel. This panel of experts consisted of four University
Diversity/ Equal Opportunity Employment Directors and five university employees with
direct backgrounds in diversity and/or diversity issues. The racial make up of the panel of
experts for this study was as follows: two white females, three black females, three black
males and one other female. Three members were from Mississippi State University, one
each from North Carolina State University, Penn State, and Indiana University-Purdue
University Indianapolis, two from Jackson State University, and one from Chicago City
College. Each panel member received a phone call asking for his or her participation.
After accepting, each member was mailed a letter explaining the project, a copy of the
research question and the survey instrument. As a result, the panel made the following
recommendations and the appropriate changes were made.
•

The categories of each survey question related to ethnicity were changed to mirror
the United State Census categories.

•

Typing errors in the numbering system and wording were corrected.
47

Overall the panel of experts thought that the survey content would measure what we
intended for it to measure. No other changes were made.
Reliability refers to a condition where a measurement process yields consistent
scores (given an unchanged measured phenomenon) over repeated measurements.

A

reliable instrument is one that gives consistent results. Consistency gives the researcher
confidence that the result actually represents the achievements of the individuals
involved.
Instrument quality is very important in research because the conclusions drawn
are based on information from the research instrument. Reliability refers to the
consistency of scores or answers from one administration of an instrument to another, and
one set of items to another. Each of these concepts is important in the selection and
design of the instrument.
The best index to use for an attitude scale is Cronbach’s alpha, which provides a
measure of the extent to which all items are positively intercorrelated and working
together to measure one trait or characteristic which is the attitude (Ary, Jacobs, &
Razavieh, 2002). Cronbach’s alpha is used to measure internal consistency.
Cronbach’s Alpha is used when the items on an instrument are not scored right vs.
wrong. This is often the case with attitude instruments that use the Likert-type
statements.
A pilot test was conducted to verify that questionnaire items matched the
objectives of the survey and to suggest the addition or deletion of items. The purpose of
this pilot study was to validate the wording of questions through the review process by
Extension Service Agents. This was accomplished by measuring the consistency of
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Extension Service Agents responses to the questions. Also, it was done to evaluate the
overall effectiveness of the electronic delivery of the instrument and to correct any
problems that may be encountered by participants of the study.
The pilot was conducted with county-level professional staff from the Alabama
Cooperative Extension System. Twenty county staff members were selected to
participate in this study. The breakdown of participants was as follows: six Regional
(Area) Agents, ten County Directors, and four 4-H Agents. These professionals were
randomly selected to participate in this pilot study. The researcher assigned each member
of the pilot population a number. Next, using a random digit table the researcher selected
random numbers. Random numbers selected corresponded to the numbers assigned to
the population. The researcher selected 20 random numbers.
The reliability coefficient (Cronbach’s alpha) for each part of the questionnaire is
as follows: Part I - County–level professional staff perceptions related to MSU-ES
commitment to diversity, .966; Part II - County-level professional staff perceptions of
retaining and recruiting diverse staff or volunteers, .730; Part III - County-level
professional staff perception of intercultural communication, .689; Part IV - County–
level professional staff perception of critical thinking and informed dialogue, .744; and
Part V - County–level professional staff perceptions of the organizational climate,
component (a).949, component (b) .906, component (c) .939, and component (d) .966.
The Based on the reliability coefficients and recommendations from the Extension
Service Agents, no changes were made.
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Data Collection
An application was submitted to the Institutional Review Board at Mississippi
State University to gain approval for this study. The Interim Director of the MSU-ES was
contacted to seek approval to administer the instrument to Extension Service employees
(Appendix D). The researcher obtained a list of county-level programmatic staff along
with electronic mailing addresses from the MSU-ES Intranet.
This instrument was distributed via SurveyMonkey, an on-line survey software
that the researcher subscribed to for the purpose of this study. SurveyMonkey allowed
the researcher to create questionnaires using any Web browser. The editing system used
a form the breaks the survey into parts that can be individually edited, removed, and have
logic added (Gibbs, 2003).
The advantages of e-mail surveys have been documented by research concerning
the topic. Advantages included rapid surveying, less expensive due to postage and
printing costs, faster transmission, small likelihood of being ignored as junk mail, and
was more likely to be construed as environmentally friendly (Schaefer & Dillman, 1998;
Yun & Trumbo, 2000). Kiesler and Sproull (1986) found that their research had fewer
item-completion mistakes and fewer items were left blank on e-mail surveys as compared
to mail surveys. Upon entry into the web server, the study population received a letter of
consent (Appendix E), which described the purpose of this study, invited them to
participate, and asked for consent. In order to participate in this study the participant
pressed the “I consent” button, which granted participants access to the survey.
Confidentially of participants was a huge concern in this study. To aid in
ensuring the confidentiality, the researcher first created a database of the study population
50

and assigned each participant a unique ID. That unique ID was used to create a unique
URL for each participant. When the participant clicked on the appropriate link, the
unique ID was stored in the Custom Data field of their responses to create a respondent
ID. The researcher then exported the Entire Result Set for results, or clicked on the
View Detail button on the Results Summary page; this enabled the researcher to see only
the unique ID value in the Custom Data field for each response. The researcher then
matched the Custom Data value with the unique ID that was stored in the database to
match the response with the appropriate recipient in the database. The original e-mail
address was eliminated, leaving only the unique ID.
To ensure generalizability of research findings to the target population, the
researcher had to satisfactorily answer the question of whether the results of the survey
would have been the same even if a 100% response rate had been achieved (Richardson,
2000). Survey non-response is widely recognized as a potential source of error that can
reduce the accuracy of all types of polls. Lindner, Murphy, and Briers (2001) suggested
that procedures for handling non-response issues be implemented when less than an 85%
response rate is achieved. To further reduce the threat of non-response error, it was
recommended that a minimum response rate of 50% be achieved.
Based on a review of the literature, the researcher used the following procedures
for addressing non-response error in this study. A comparison of early to late
respondents was conducted. Lindner, Murphy and Briers (2001) advised that steps must
be taken to handle non-response error when the response rate is less than 85%. Miller and
Smith (1983) noted that the practice of ignoring those who do not respond may lead
many people to question the overall validity of the research; non respondents can not be
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ignored if evaluation studies are to have external validity. The researcher defined “late”
responders as those who responded in the last two follow-ups to the questionnaire.
According to Miller and Smith (1983), research has shown that late respondents
are often similar to non-respondents. These two groups can be compared statistically to
determine differences between the groups.
Table 2 presents the results of the analysis of the independent sample t-test
comparing respondents with non-respondents. As indicated in the table,
no significant difference was found relative to Research Questions 2 - 5(d). However,
a significance difference was found with Research Question 1, t=2.067
(N=128, df=126), p=0.041. Therefore, at the .05 level of significance, there was a
significant difference between respondents and non-respondents of the county-level
professional staff in their perception of the manner in which the MSU-ES publicly
embraces a commitment to diversity.
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Table 2
Results of Independent Sample t-test of Respondents and Non-Respondents
Question

Group

N

Mean

SD

t

df

RQ 1

Respondents
Non-Respondents

108
20

3.90
3.50

.79
.83

2.07

126

Sig.
(2 tailed)
.04

RQ2

Respondents
Non-Respondents

103
20

3.57
3.55

1.04
1.05

.09

121

.93

RQ3

Respondents
Non-Respondents

104
19

4.11
4.05

.78
.62

.28

121

.78

RQ4

Respondents
Non-Respondents

104
19

3.67
3.68

.77
.95

.08

121

.96

RQ5a

Respondents
Non-Respondents

104
19

1.68
1.68

.66
.82

.06

121

.99

RQ5b

Respondents
Non-Respondents

104
19

1.45
1.53

.61
.70

.06

121

.63

RQ5c

Respondents
Non-Respondents

103
19

4.12
4.00

.75
.88

.07

120

.54

RQ5d

Respondents
Non-Respondents

100
18

1.93
1.83

.95
.86

.10

116

.69

Table 3 outlines the timeline in the data collection process. As indicated,
beginning date was October 12, 2006 and ending date was January 25, 2007.

Data Analysis
Data collected from the instrument were analyzed and interpreted using the
Statistical Package for Social Sciences (SPSS 14.0) for Windows. Descriptive statistics
including means, standard deviations, percentages, and frequencies were used to for data
analysis.
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The result summary and open-ended items on the instrument allowed respondents
to elaborate on diversity issues, and allowed the researcher to clarify, support or
substantiate the results of the findings in this study and to draw conclusions and make
recommendations for future research.

54

Table 3
Timeline of Activities
Date

Out-going
Correspondences

In-coming
Correspondences

10/12/2006

Comments
Submitted IRB protocol Form

10/18/2006

9 panel of Expect letters

10/18/2006

Letter to Interim Director
requesting permission to
conduct study (Appendix E)

11/01/2006

1 of 9 POE Letter

11/03/2006

3 of 9 POE Letters

11/10/06

2 of 9 POE Letters

11/17/2006

Received approval from
Interim Director

11/21/2006

Made changes and
received approval from
IRB Study #06-264:
(Appendix F)

12/14/2006

Pilot Study to 25
County-Level Professional
Staff of the ACES

12/18/2006

Phone calls to all 25 potential
participants

No responses from any
participant to the survey
had been made

01/04/2007

Survey instrument to 169
MSU-ES CLPS

This is the number of
employees as of 12/15/06.

01/10/2007

Second mailing of 112
surveys

38 surveys returned

5 declined to participate

01/16/2007

Third mailing of 70 surveys

13 surveys returned

2 declined to participate

01/22/2007

Fourth mailing of 57 surveys

7 surveys returned

01/25/2007

Fifth mailing of 48 surveys

13 surveys returned

1 declined to participate

Note. POE = Panel of Experts, ACES = Alabama Cooperative Extension System, and CLPS= County-Level Professional Staff.
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CHAPTER IV
FINDINGS

The purpose of this study was to explore the professional staff’s perceptions of
how diversity is being addressed in practice at the MSU-ES. This study explored
diversity, recruitment and retention, organizational climate, intercultural communication,
and critical thinking among county level professional staff. Five research questions
guided the study.
1. How does county-level professional staff perceive the manner in which the
MSU-ES publicly embraces a commitment to diversity?
2. How does county-level professional staff perceive methods of retaining and
recruiting diverse staff or volunteers within the MSU-ES?
3. How does county-level professional staff perceive the level of intercultural
communication of the MSU-ES in fostering mutual learning with people
of different backgrounds, experiences and perspectives?
4. How does county-level professional staff perceive MSU-ES encouragement of
critical thinking and informed dialogue among members of a diverse
community?
5. How does county-level professional staff perceive MSU-ES measurement of
the organizational climate?
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The Statistical Package for Social Sciences (SPSS 14.0) was used to input and
analyze data from the survey instrument. Descriptive statistics were used to address the
five research questions outlined in this study. The results of the findings are presented in
tabular form using mean scores, standard deviations, frequencies and percentages.

Demographics
The population consisted of all 169 Mississippi State University Extension
Service county level professional staff employed as of December 1, 2006 were invited to
participate in the study, of which 128 responded. County-level professional staff for this
study consisted of Area Agents (n = 35), County Directors (n =52), 4-H (n= 34) and
missing ( n = 7). All 169 agents were invited to participate in this study. Of the 169
surveyed, 128 or 75.7% of the county–level professional staff completed the survey.
Table 4 presents demographic information of 128 respondents to the survey instrument
relative to current position/title, gender, ethnicity, age, level of education, years employed
with MSU-ES and documented disability.
The majority 62.5% (n= 80) of the county-level professional staff was 41 years of
age and older. Eight percent (n=10) were between the ages of 21 and 30. Of the 128
county-level professional staff, approximately 56% (n=71) were female and 41% (n=52)
were males. The majority of the county-level professional staff, 70% (n=90), were White
whereas 23% (n=30) were Black. Approximately 70% (n=90) of the county-level
professional staff held a Master’s Degree or higher, while 24% (n=31) held a Bachelor’s
Degree. Approximately 16% (n=19) had been employed with MSU-ES 0 to 5 years,
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Table 4
Demographic Information of County-Level Professional Staff
_______________________________________________________________________
Characteristic
n
%
_______________________________________________________________________
Age
21 – 25
4
3.1
26 – 30
6
4.7
31 – 35
21
16.4
36 – 40
12
9.4
41 - 45
12
9.4
46 - 50
32
25.0
51 - 53
21
16.4
56 – 60
11
8.6
60+
4
3.1
Missing
5
3.9
Gender
Female
Male
Missing

71
52
5

55.5
40.6
3.9

Ethnicity
African American
White
Other
Missing

30
90
3
5

23.4
70.3
2.3
3.9

Level of Education
Bachelor’s Degree
Master’s Degree
Educational Specialist Degree
Doctorate Degree
Other
Missing

31
80
1
9
2
5

24.2
62.5
0.8
7.0
1.8
3.9
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Table 4 (continued)
________________________________________________________________________
n
%
________________________________________________________________________
Years Employed with MSU-ES
Less than 1 Year
1 to 5 Yea
6 to 10 Year
11 to 15 Years
16 to 20 Years
21 to 25 Years
25+
Missing

6
13
27
29
24
17
7
5

5.5
10.2
21.1
22.7
18.8
13.3
5.5
3.9

Current Position/Title
County Director
4-H Agent
Area Agent
Missing

52
34
35
7

40.6
26.6
27.3
5.5

Documented Disability
Yes
6
4.7
No
116
90.6
Missing
6
4.7
____________________________________________________________________

44% (n=56) of the county-level professional staff had been employed with MSU-ES for
6-15 years, 33% (n=41) had been employed 16 to 25 years, and about 6% (n=5) had been
employed 25 years or more years with MSU-ES. Approximately 41% (n=52) of the
county-level professional staff were County Directors, 27% (n=35) were Area Agents,
and 27% (n=34) were 4-H Agents. As indicated in Table 2, approximately 91% (n=116)
of the county-level professional staff indicated no documented disability and 5% (n=6)
indicated a documented disability.
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County-level Professional Staff’s Perception of Commitment to Diversity
Table 5 presents the results of items dealing with vision and commitment to
diversity. Table 5 shows county-level professional staff perceptions relative to vision and
commitment with a mean of 4.15 and a SD=0.99.

Table 5
Level of Agreement of County-Level Professional Staff Regarding Commitment to
Diversity
________________________________________________________________________
Statement
n
M
SD
________________________________________________________________________
The MSU-ES is committed to creating an environment
that welcomes many different perspectives and ideas.
124
4.15 0.99
________________________________________________________________________
________________________________________________________________________
Note. 1=Strongly Agree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree and 6=Do not know/Not
Applicable

Table 6 reports how county-level professional staff members perceived the MSUES addressed organizational issue regarding diversity on a variety of factors. Mean
scores on these factors ranged from 3.53 to 4.07. The highest rated factor was “Lack of
accommodations for disabilities” (mean = 4.07, SD = 1.01). The lowest rated factor was
“intolerance for different political views” (mean = 3.53, SD = .98).
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Table 6
Level of Agreement on How Professional Staff Perceived MSU-ES Organizational Issues

Issue

n

M

SD

Racism

127

3.90

.98

Sexism

127

3.71

1.02

Homophobia

126

3.56

1.05

Lack of accommodations for disabilities

126

4.07

1.01

Religious harassment

127

3.65

.97

Intolerance for differing political views

126

3.53

.98

Ageism

126

3.69

.91

Tolerance for different ethnic backgrounds

126

3.99

.91

Tolerance for different countries of origin

125

3.98

.91

Note. 1=Strongly Agree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree and 6=Do not know/Not
Applicable

Table 15 (Appendix G) presents a distribution of the county-level professional
staff relative to vision and commitment to diversity. Approximately 72% (n=92) of the
staff agreed to strongly agreed that the MSU-ES publicly embraces a vision and
commitment to diversity in comparison to 22.7 % (n=29) who neither agreed nor
disagreed, and 5.6 % (n=7) who disagreed or strongly disagreed.
Respondents were asked to further clarify and/or elaborate on their responses
dealing with how the MSU-ES addressed organizational issues. Direct quotes were used
to validate and support specific concerns and issues as they relate to each of the research
questions.
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To further support MSU-ES vision and commitment to diversity, the following
statements were made by respondents:
MSU-ES has made improvements in racism and sexism issues in the last few
years . . .
Mississippi as well as Mississippi State University has moved beyond the
racial barriers . . .
There are certainly many perspectives when we embrace diversity. We are a
people who rely on a representative form of government . . .
The best person for the job should be chosen. There is still too much emphasis
on meeting the skin color requirements instead of qualifications being first.
Prior administration was very bias in both areas (racism and sexism).
I chose to Agree to Disagree on homophobia, religious harassment and political
views. I personally have never known of an issue involving these.
Accommodations for disabilities and attempts to prevent discrimination toward
African Americans are most visual.
Extension tries to elevate the diversity problem, but still has a long way to go.
I believe we are going backwards instead of forward at this when it comes to our
employees and their work ethics with relations to diversity groups.

Retention and Recruiting Diverse Staff / Volunteers
Table 7 presents the results of the items dealing with in retention and recruiting
diverse staff /volunteers. Mean scores ranged from 3.11 to 3.93. The highest rated item
was “commitment to achieving diverse staff/volunteers” with a mean of 3.93 (SD = 1.12).
The lowest related statement was “tenure and promotion processes are free from bias is
based on personal characteristics” with a mean of 3.11 (SD = 1.24).

62

Table 7
Level of Agreement on How County-Level Professional Staff Perceived Retaining and
Recruiting a Diverse Staff/Volunteers

Statement

n

M

SD

123

3.93

1.12

Tenure and promotion processes in the MSU-ES
are free from bias based on personal characteristics.

121

3.11

1.24

Professional development support in the MSU-ES
is provided in an unbiased manner.

122

3.86

1.09

Retention efforts in the MSU-ES reflect a
commitment to maintaining a diverse staff.

122

3.56

1.16

Promotion efforts in the MSU-ES reflect a
commitment to maintaining a diverse staff.

122

3.61

1.12

Recruitment efforts in the MSU-ES reflect
a commitment to achieving diverse staff/
volunteers.

Note. 1=Strongly Agree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree and 6=Do not know/Not
Applicable

Table 16 (Appendix H) presents a distribution of responses of the county-level
professional staff perceptions of retaining and recruiting diverse staff or volunteers. The
results of the finding indicated that approximately 57% (n=73) perceived the MSU-ES as
implementing methods to retain and recruit a diverse staff or volunteers. Twenty-six
percent (n=32) neither agreed nor disagreed, whereas approximately 15% (n=18)
disagreed or strongly disagreed with MSU-ES methods to retain and recruit a diverse
staff or volunteers. Thus, county-level professional staff, on an average, agrees to
strongly agree that the MSU-ES implemented methods to retain and recruit a diverse staff
or volunteers.
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Respondents were also asked to further clarify and/or elaborate on their
responses dealing with retention and recruiting diverse staff/volunteers. Direct quotes
were used to validate and support specific concerns and issues as they related to countylevel professional staff perceptions regarding recruiting diverse staff/volunteers. To
further support retention and recruiting diverse staff/volunteers, the following statements
were made:
Mississippi State University Extension Service should be most interested in
recruiting the most qualified people for the positions opened. . . . your survey
suggest that our hiring practices are flawed.
Hiring and promotion practices within Extension are at times questionable.
Highly qualified people are often not considered for promotion. Some positions
within Extension, especially at the Specialist level are not hired by the Extension
system; rather these people are hired through the University system with no
regard to their Extension experience or qualifications.
When proven technical people within the Extension ranks cannot expect to be
advanced to the Specialist level, it creates a very discouraging situation for
experienced and qualified agents who deserve to be promoted to those positions.
Bringing in people who do not know Mississippi and its people is one of the worst
mistakes I have seen committed by Extension.
It has been difficult to understand some of the reasoning behind hiring practices
that I have seen over the past few years.
I feel that personal characteristics do play a role in tenure and promotion as long
as someone on the committee knows you or knows of you.
Recruitment and retention efforts need some improvements. The court order has
mandated that the staff is diversified (race, sex, age). However, if the order is
reprieved, diversity might possible be a bigger problem than we see at the present
time.
If efforts are not made soon to recruit and hire male employees in Extension and
especially among 4-H agents, it will be problematic for our agency.
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County-level Professional Staff’s Perception of the Level of Intercultural Communication
Table 8 presents the results of the items that dealt with the county – level
professional staff perceptions of the level of intercultural communication. Mean scores
ranged from 3.97 to 4.02. The highest rated item “intercultural communication” with a
mean score of 3.97 (SD = 0.84). The lowest was “academic and social contributions of a
variety of groups of people” with a mean score of 4.02 (SD = 0.84).

Table 8
Level of Agreement on How County-Level Professional Staff Perceived Intercultural
Communication

Statement
The curriculum in MSU-ES adequately represents
the academic and social contributions of a variety
of groups of people.
.
The MSU-ES encourages staff/volunteers to include
diversity issues in their workshop/training content

n

M

SD

122

3.97

.84

122

4.02

.84

Note. 1=Strongly Agree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree and 6=Do not know/Not
Applicable

Table 17 (Appendix I) presents a distribution of responses by county-level
professional staff perception staff of the level of intercultural communication. The
results of the findings indicate that approximately 82% (n=105) of the county-level
professional staff perceived the MSU-ES as providing a level of intercultural
communication, whereas approximately 11% (n=14) neither agreed or disagreed, and
3% (n=4) disagreed to strongly disagreed with the level of intercultural communication.
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Respondents were also asked to further clarify and/or elaborate on their responses
dealing with county-level professional-level professional staff perception of the level of
intercultural communication. Direct quotes were used to validate and support specific
concerns and issues as they relate to the level of intercultural communication of
MSU-ES. To further support MSU-ES county-level professional staff’s perceptions of
the level of intercultural communication, the following statements were made by
respondents:

The technical nature of my work brings me into contact with a very diverse
clientele; all of which are my endeavor to serve to the best of my ability
without regard to any of the diversity issues being discussed here.
I have participated in workshops on a national level, but can’t remember
participating in any sponsored by MSU-ES. I have shared information received
with the administration.
I have been employed for 12 years and have attended many activities which
address diversity, but not in the past year. For a while it seemed a little over kill
on this issue.
We had a district program on diversity issues 3 years ago.
I would like to see diversity training for all employees of the MSU-ES.
MSU-ES programs are open to the public. It is poor use of time to spend
public funds doing meetings on diversity issues.

County-level Professional Staff’s Perceptions of MSU-ES Encouragement of Critical
Thinking and Informed Dialogue
Table 9 presents the results of the items that dealt with county –level staffs
perceptions of MSU-ES encouragement of critical thinking and informed dialogue. Mean
scores ranged from 3.41 to 3.93. The highest related item was “I feel comfortable
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discussing diversity issues with my colleagues” with a mean score of 3.93 (SD=0.80).
The lowest related item was “Staff/volunteers in the MSU-ES readily engage in
discussion and dialogue concerning diversity issues.” with a mean of 3.41 (SD = 0.49).

Table 9
Level of Agreement on How County-Level Professional Staff Perceived Encouragement
of Critical Thinking and Informed Dialogue

Statement

n

M

SD

Clients/staff in my workshops/training seem
comfortable discussing diversity issues.

123

3.76

.94

Staff/volunteers in the MSU-ES readily engage in
discussion and dialogue concerning diversity issues.

122

3.41

1.01

I feel comfortable discussing diversity issues with
my colleagues in the MSU-ES.

122

3.93

.80

Note. 1=Strongly Agree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree and 6=Do not know/Not
Applicable

Table 18 (Appendix J) presents a distribution of responses by county-level
professional staff perception of MSU-ES encouragement of critical thinking and
informed dialogue. The results of the findings indicate that over 63% (n=78) perceived
the MSU-ES as encouraging critical thinking and informed dialogue whereas 27%
(n=35) neither agreed nor disagree, and 8% (n=10) disagreed with MSU-ES
encouragement of critical thinking and informed dialogue.
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Table 10 presents the results of the analysis and interpretation of data from the
survey instrument relative to Research Question 3. Yes /No response were used to
determine respondent’s opinion on participation in diversity activities. Approximately
35% (f= 45) indicated that they did participate in activities on diversity issues sponsored
by MSU-ES or your county. Fifty-eight percent (f =74) indicated they did not participate
in activities on diversity issues sponsored by MSU-ES or your county.

Table 10
Frequency and Percentage Distribution of County-Level Professional Staff’s
Participation in Diversity Activities
_______________________________________________________________________
In the past year have you participated in
any activities sponsored by MSU-ES or
f
%
your county that addressed diversity?
_______________________________________________________________________
Yes

45

35.2

No

74

57.8

Missing

9

7.0

128

100.0

Total

Respondents were also asked to further clarify and/or elaborate on their responses
dealing with how the MSU-ES addressed participation in diversity activities. Direct
quotes were used to validate and support specific concerns and issues as they relate to
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the research question. To further support perceptions of participation in diversity
activities, the following statements were made by respondents:
. . . I feel that in some cases somewhat older employees have been passed over for
advancement to positions for which they were well qualified. I
believe that at times these mature individuals are considered as threatening
to administration because of their independent nature and objective knowledge
of their work.
Younger and inexperienced people are frequently given these positions while
the more experienced people are left to ride out their careers without
recognition of their abilities.
I do think that there is a bias towards white males in some particular aspects.
It seems that women have been promoted over men who are more qualified
applicants in two situations that I am aware of.
Blacks who were more qualified for a job were not given the job because
of a white male who received the job.
Salary is an issue for me. A male hired with the same education as a female,
at the same time as the female will make more money than the female.
The hiring process gave me a lower value because I am a white male. It gave
preference to minorities and females. I think they call that reverse
discrimination.

Respondents were also asked to list the names of diversity related activities they
participated in and identify the organization that sponsored it. The specific activities
respondents noted participation in were:
Heifer Project International
Women’s Health Conference - North MS Med Ctr.
Honoring MLK, JR. Special Committee
Annual Civil Rights review
What Color Is Your Jelly Bean
Vegetable Grower Meeting for Minority Farmers - Extension Service
Leadership Academy I & II
Staff Meetings
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Diversity Training
Senior Luncheon- TRIAD
4-H In-service Diversity Workshop
Diversity Training
Diversity Lecture by Carson Cook
Body Walk 4-H

County-level Professional Staff’s Perception of the Organizational Climate
Table 11 presents the results of the items that dealt with the county-level
professional staff’s perception of the organizational climate by looking at insensitive or
disparaging remarks made by a client. Mean scores ranged from 1.23 to 1.95. The
highest rated item was “insensitive or disparaging remarks by clients about gay, lesbian,
bisexual or transgender people” with a mean score of 1.95 (SD = 0.86). The lowest rated
item was “insensitive or disparaging remarks by clients about people with disabilities”
with a mean score of 1.23 (SD = 0.48).
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Table 11
County-Level Professional Staff’s Perceptions Toward the Frequency of Insensitive or
Disparaging Remarks Made Towards Groups of People by Clients

Group of People

n

M

SD

Females

123

1.77

.80

Males

122

1.69

.78

Racial/ethnic minorities

123

1.81

.73

White people

123

1.77

.84

Gay, lesbian, bisexual, transgender people

123

1.95

.86

People with disabilities

123

1.23

.48

People in specific age groups

123

1.51

.73

People with specific religious preferences

122

1.48

.67

People with specific political views

123

1.75

.84

People who speak with an accent

123

1.63

.72

Note. 1= Never, 2= Seldom, 3= Sometimes, and 4= Often

Table 19 (Appendix K) presents the distribution of responses by county-level
professional staff to insensitive or disparaging remarks by clients As indicated in Table
13, approximately 85% (n=108) of the county-level professional staff indicated that the
they never heard or heard only once an insensitive or disparaging remark made by clients
at MSU-ES, whereas 12% (n=15) indicated that they had heard a few times insensitive or
disparaging remarks by clients. Thus, the county-level professional staff at MSU-ES
never or seldom heard clients make insensitive or disparaging remarks.
Table 12 presents the analysis of items that dealt with county-level professional
staff’s perception of the organizational climate by looking at insensitive or disparaging
remarks by Extension Staff or Volunteer. Mean scores ranged from 1.22 to 1.69. The
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highest item rated was “ Extension Service Staff or Volunteers were never heard making
insensitive or disparaging remarks about gay, lesbian, bisexual, and transgender people”
with a mean score of 1.69 (SD = 0.75). The lowest item rated was “Extension Service
Staff and Volunteers make insensitive or disparaging remarks about people with
disabilities” with a mean of 1.22 (SD = 0.46).

Table 12
County-Level Professional Staff’s Perceptions Toward the Frequency of Insensitive or
Disparaging Remarks Made Towards Groups of People by Extension Service Staff or
Volunteers

Group of People

n

M

SD

Females

123

1.64

.76

Males

123

1.62

.75

Racial/ethnic minorities

122

1.68

.73

White people

122

1.54

.73

Gay, lesbian, bisexual, transgender people

122

1.69

.75

People with disabilities

121

1.22

.46

People in specific age groups

123

1.43

.64

People with specific religious preferences

122

1.35

.54

People with specific political views

122

1.54

.74

People who speak with an accent

120

1.35

.60

People who have limited English speaking ability

121

1.55

.73

Note. 1= Never, 2= Seldom, 3= Sometimes, and 4= Often
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Table 20 (Appendix L) presents the distribution of responses by county-level
professional staff related to insensitive or disparaging remarks by Extension Service staff
or volunteer. As indicated in the table, over 56% (n=74) indicated they have never heard
a MSU-ES staff or volunteer make an insensitive or disparaging remarks, over 32%
(n=41) indicated that they once heard a MSU-ES staff or volunteer make an insensitive
or disparaging remark, while approximately 6% (n=8) indicated that they have heard a
MSU-ES staff or volunteer make an insensitive or disparaging remarks a few times.
Table 13 presents the results of items that dealt with county-level professional
staff’s perception of the organizational climate by looking at comfortable and secure
work environment. Mean scores ranged from 3.67 to 4.33. The highest rated item was
“MSU-ES is a comfortable and secure place for white people to work” with a mean score
of 4.33 (SD = 0.78). The lowest rated item was “MSU-ES is a comfortable and secure
work environment for gay, lesbian, bisexual, and transgender people” with a mean score
of 3.67 (SD =1.10).
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Table 13
Level of Agreement on How County-Level Professional Staff Perceived That MSU-ES
Presented a Comfortable and Secure Work Environment for Specific Groups of People

Group of People

n

M

SD

Females

123

4.20

.81

Males

122

4.42

.69

Racial/ethnic minorities

123

4.19

.97

White people

123

4.33

.78

Gay, lesbian, bisexual, transgender people

123

3.67

1.10

People with disabilities

123

4.12

.87

People in specific age groups

123

4.15

.84

People with specific religious preferences

123

4.17

.82

People with specific political views

123

4.15

.83

People who speak with an accent

123

4.07

.85

People who have limited English speaking ability

123

3.72

1.08

Note. 1=Strongly Agree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree and 6=Do not know/Not
Applicable

Table 21 (Appendix M) presents a distribution of the responses by county-level
professional staff relative to Comfortable and Secure Work Environment. Over 77%
(n=99) of the staff agreed to strongly agreed that the working environment at MSU-ES
was comfortable and secure, over 16% (n=21) neither agreed nor disagreed, while 2%
(n=2) disagreed to strongly disagreed with the working environment at the MSU-ES as
comfortable and secure.
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Table 14 presents the results of the items that dealt county-level professional
staffs perception of the organizational climate by looking at with unfair treatment. Mean
scores ranged from 1.97 to 2.68. The highest rated item was “people with disabilities
were unfairly treated in the MSU-ES” with a mean score of 2.68 (SD = 1.88). The lowest
rated item was “people within the MSU-ES were treating unfairly because of religious
preference” with a mean of 1.97 (SD = 1.24).

Table 14
Level of Agreement on How County-Level Professional Staff Perceived Unfair Treatment
of People by Demographic Characteristics

Characteristic

n

M

SD

Gender

123

2.50

1.50

Race/ethnicity

122

2.47

1.46

Sexual orientation

122

2.23

1.55

Disability

123

2.68

1.88

Age

122

2.11

1.37

Religious preference

123

1.97

1.24

Political views

123

2.02

1.24

Accent

122

2.36

1.67

Other

102

2.68

1.83

Note. 1=Strongly Agree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree and 6=Do not know/Not
Applicable
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Table 22 (Appendix N) presents the distribution of responses by county-level
professional staff relative to Unfair Treatment. As indicated in table, over 70% (n=90) of
the county-level professional staff indicated that they disagreed to strongly disagreed
with MSU-ES as place where they were treated unfairly. Over 17% (n=22) of the staff
indicated that they neither agreed or disagreed with Research Question 5(d), and 5%
(n=6) indicated that they agreed to strongly agreed that MSU-ES was an environment
where they were treated unfairly. Thus, the county-level professional staff, on average,
perceived the MSU-ES as a place where they are treated fairly.
Respondents were also asked to further clarify and/or elaborate on their responses
dealing with unfair treatment. Direct quotes were used to validate or support the staff” s
perception of specific concerns and issues as they relate to each research question. To
further support unfair treatment of county-level professional staff by MSU-ES, the
following statements were made by respondents:
a. Within the past year, how often have you heard a client make an insensitive
or disparaging remark?
No comments were provided
b. Within the past year, how often have your heard extension staff/volunteers
make an insensitive or disparaging remark?
No comments were provided
c. The Mississippi State University Extension Services (MSU-ES) is a
comfortable and secure place to work.
No comments were provided
d. I feel I have been treated unfairly in the Mississippi State University
Extension Service.
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Responses to the opened ended component of the survey instrument provided the
following comments:
I do think there is bias toward white males in some particular aspects.
It seems that women have been promoted over men who are more qualified
applicants in two situations that I an aware of.
Blacks who were more qualified for a job were not given the job because of a
white male who received the job.
Rank and promotion salary of tenured professionals versus new agents, salary
Black males versus others.
The hiring process gave me a lower value because I am a white male. It gave
preference to females. I think they call that reverse discrimination.
…I feel that in some cases somewhat older employees have been passed over for
advancement to positions for which they were well qualified…
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CHAPTER V
SUMMARY, CONCLUSIONS, RECOMMENDATIONS, AND DISCUSSION

The purpose of this chapter is to provide a summary of the study and to present
conclusions from the data provided by the MSU-ES agents. This chapter also addresses
recommendations for further study to improve diversity perceptions of MSU-ES countylevel professional staff.

Summary
As our society becomes more diverse, all facets of society must be prepared to
address the needs of a diverse society. Race, ethnicity, people with disabilities, accents,
limited English speaking proficiency, transgender people, age, religious preferences and
political views are key factors that must be addressed. To address these factors, it is
imperative that higher education and its support systems, like the Mississippi State
University Extension Service, assess their current position on how these needs will be
addressed. This study served as a step toward assisting the MSU-ES in taking a critical
look at current perceptions held by the county-level professional staff toward the
practices of the MSU-ES.
The purpose of this study was to explore the county- level professional staff’s
perceptions of how diversity is being addressed in practice within the MSU-ES. This
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study explored diversity, recruitment and retention, organizational climate, intercultural
communication, and critical thinking among county level professional staff. The
following research questions provided direction for the study:

1. How did county–level professional staff perceive the manner in which the
MSU-ES publicly embraces a commitment to diversity?
2. How did county-level professional staff perceive methods of retaining and
recruiting diverse staff or volunteers within the MSU-ES?
3. How did county-level professional staff perceive the level of intercultural
communication of the MSU-ES in fostering mutual learning with people
of different backgrounds, experiences and perspectives?
4. How did county–level professional staff perceive MSU-ES encouragement
of critical thinking and informed dialogue among members of a diverse
community?
5. How did county–level professional staff perceive MSU-ES measurement
of the organizational climate?
This study utilized a descriptive survey research design. All 169 Mississippi State
University Extension Service county-level professional staff employed as of December 1,
2006 were invited to participate in the study. Of the 169 surveyed, 128 or 75.7% of the
county–level professional staff completed the survey. Permission to survey MSU-ES
agents was granted by Dr. Vance Watson, Interim Director of the Mississippi State
University Extension Service. Permission to conduct the study was also granted by the
Office of Regulatory Compliance at Mississippi State University.
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The survey instrument was developed by the University of North Carolina at
Chapel Hill Chancellor’s Task Force on Diversity (2005). The questionnaire was
modified to address the research questions outlined in the study. The county-level
professional staff responded via SurveyMonkey. This service provided an on-line data
collection method via the Internet for a nominal fee. The instrument along with the
researcher’s demographics was transferred into an electronic format by utilizing
SurveyMonkey.com with no changes to the instrument to maintain reliability and
validity.
Data collected from the survey instrument were analyzed and interpreted using
the Statistical Package for Social Sciences (SPSS 14.0) for Windows. Descriptive
statistics analysis was used. The results of the findings were presented in tabular form
using the means, standard deviations, percentages and frequency distributions. Summary
results and open-ended results from the survey instrument were used to clarify and/or
elaborate on the county-level professional staff responses to diversity issues related to the
items on the questionnaire. Direct quotes were used to provide support and/or
clarification purposes.

Conclusions
Based on the results of the findings of this study, it is evident that the county-level
professional staff’s perceptions of diversity of the Mississippi State University Extension
Service were positive. County-level professional staff perceived the MSU-ES publicly
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embraced a commitment to diversity. When asked to indicate their level of agreement
with MSU-ES towards to creating an environment that welcomed many different
perspectives and ideas, county-level professional staff agreed or strongly agreed with this
question.
Several components of that MSU-ES vision and commitment to diversity were
outlined in more detail in the result summary and open-ended components of the
survey instrument. A closer examination of the county-level professional staff’s
perception of a vision and commitment to diversity revealed that most of the staff tended
to agree that MSU-ES addressed organizational issues or incidents that may involve
racism, sexism, lack of accommodations for disabilities, religious harassment, ageism,
tolerance for different ethnic backgrounds and tolerance for different countries of origin.
On the other hand, less than half of the county-level professional staff neither
agreed or disagreed with the MSU-ES vision and commitment to diversity as it related to
homophia and intolerance for differing political views. Only a small percentage of the
county-level professional staff disagreed or strongly disagreed with MSU-ES vision and
commitment to diversity.
County-level extension staff agreed with the manner in which MSU-ES publicly
embraced diversity. However, findings from the analysis and interpretation of the data
revealed that there was a significant difference between respondents and non respondents
in their perception to the manner in which MSU-ES publicly embraced diversity.
Although a significant difference was revealed, further study is needed to examine the
observed difference.
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County-level staff agreed that the MSU-ES was successful in recruiting and
retaining diverse staff or volunteers. County-level staff agreed that (a) recruitment efforts
in the MSU-ES reflected a commitment to achieving diverse staff and volunteers, (b)
professional development support in the MSU-ES was provided in an unbiased manner,
(c) retention efforts in the MSU-ES reflected a commitment to maintaining a diverse
staff, and (d) promotion efforts in the MSU-ES reflected a commitment to maintaining a
diverse staff.

Although a majority of the staff perceived the MSU-ES implemented

practices or methods for retaining and recruiting diverse staff or volunteers, a small
percentage of the staff disagreed or strongly disagreed with this question.
County-level professional staff agreed that the MSU-ES provided a level of
intercultural communication that fostered mutual learning with people of different
backgrounds, experiences and perspectives. When asked to indicate their level of
agreement with the benefits of diversity, county-level staff agreed or strongly agreed that
(a) the curriculum in MSU-ES adequately represented the academic and social
contributions of a variety of groups of people, and (b) the MSU-ES encouraged
staff/volunteers to include diversity issues in their workshop training.
Based on the summary results, the county-level staff indicated that they have
participated in many activities sponsored by the MSU-ES or their local counties that
addressed diversity issues. Examples included workshops, formal presentations, and
special lectures. More specifically, the staff listed a plethora of responses documenting
contact with agencies, organizations, companies, events, services, sponsorships,
meetings, training, programs, courses, in service, and annual conferences to substantiate
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their participation, association and affiliation in an attempt to foster mutual learning with
people of diverse backgrounds, experiences, and perspectives.
County-level professional staff perceived the MSU-ES was providing
encouragement of critical thinking and informed dialogue among members of a diverse
community through a supportive climate promoting diversity. When asked to indicate
their level of agreement with the intercultural communication responsible interactions,
county-level staff agreed that: (a) clients/staff in their workshops/training seemed
comfortable in discussing diversity issues, (b) staff/volunteers in the MSU-ES readily
engaged in discussion and dialogue concerning diversity issues, and (c) a feeling of
comfort existed in discussing diversity issues with colleagues in the MSU-ES. On the
other hand, many county-level professional staff who responded neither agreed nor
disagreed with these statements.
In responding to questions related to the organizational climate at the MSU-ES,
the following question was asked: How does the Mississippi State University
Extension Service assure that the organizational climate is welcoming, inclusive, and
supportive for all staff and volunteers? The county-level professional staff responded by
providing responses to four questions.

Perceptions Relative to Insensitive or Disparaging Remarks
County-level professional staff agreed that the MSU-ES provided a supportive
climate for diversity. County-level staff stated that they never heard or seldom heard an
insensitive or disparaging remark made by clients at MSU-ES relative to gender, white
people, people with disabilities, people in specific age groups, people with specific
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religious preferences, people with specific political views, and people who speak with an
accent. A very small percentage stated that they seldomly or sometimes or often heard
insensitive or disparaging by clients relative to racial/ethnic minorities and gay, lesbian,
bisexual, and transgender people.

Perceptions Relative to Insensitive or Disparaging Remarks by Extension
Staff/Volunteers
County-level professional staff stated that they never heard or seldom heard an
insensitive or disparaging remark made by extension staff or volunteers. However, a
small percentage indicated that they seldom or sometimes or often heard insensitive or
disparaging by extension staff or volunteers relative to racial/ethnic minorities.

Perception Relative to Comfortable and Secure Work Environment
County-level professional staff stated that they agreed or strongly agreed that the
working environment at MSU-ES was comfortable and secure. Over half of the staff
indicated that they strongly agreed that males find the MSU-ES as comfortable and
secure working environment. Less than half of the staff that responded to this item stated
that they neither agreed nor disagreed that with the item relating to gay, lesbian,
bisexual, and transgender people. No comments were provided in this section to address
this response, therefore, further study is needed to explore this item.
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Perceptions Relative to Unfair Treatment
County-level professional staff disagreed or strongly disagreed that the MSU-ES
treated them unfairly. A small percentage of the staff neither agreed nor strongly agreed
with this item. Although a few staff members stated that they had been treated unfairly,
further study is needed to explore their perceptions of unfair treatment.
County-level professional staff agreed that MSU-ES (a) publicly embraced a
commitment to diversity, (b) implemented methods of retaining and recruiting diverse
staff or volunteers, (c) provided intercultural communication by fostering mutual learning
with people of different backgrounds, experiences and perspectives, (d) encouraged
critical thinking and informed dialogue among members of a diverse community, and (e)
provided a supportive organizational climate for diversity.
Although the perceptions of the county-level professional staff were positive,
some staff tended to voice concerns about the hiring practices and process for promotion.
The findings revealed that some of the staff had a genuine concern over the hiring of
employees from outside the state. From their viewpoint, highly qualified and
experienced staff members were discouraged and unhappy with the employment practices
of MSU-ES. Many voiced concerns that current employees were deserving of
promotions but passed over for university or other outside applicants. It could be that the
hiring of outside staff to positions within MSU-ES could indicate a need for fresh and
different perspective–individuals with a proven record of work experience and skills
that may bring a different level and type of expertise to the Extension Service. However,
further study is needed to explore the hiring practices of MSU-ES to substantiate such a
claim.
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Additionally, some county-level professional staff expressed that court orders
that mandate diversity (i.e., race, sex, age) prevent highly qualified and experienced
candidates from being hired or promoted. The legal argument for cultural diversity in the
workplace is that the Civil Rights Act of 1964, as well as other laws such as the
Pregnancy Discrimination Act, the Age Discrimination Act, the American Disabilities
Act, EEO, and AA “collectively outlaw discrimination on the basis of sex, color, race,
religion, pregnancy, national origin, age, or physical disability” (Cox 1993, 12). This
position is supported in the review of the literature. The U.S. Department of Commerce
(n.d.) maintained that racial and ethnic diversity is an important issue in the workforce.
These issues range from discrimination and exploitation to tolerance and inclusion. It
could be that without court orders that mandate diversity in hiring and promotional
practices, many qualified candidates may not have the opportunity to secure
employment–which has been a common practice that has been perpetuated for many
years.

Recommendations
Based on the findings of this study, the following recommendations are presented:
1. The Mississippi State University Extension Service should create a diversity
taskforce who would be responsible for developing vision and policies through a
plan of action, which would include evaluation and accountability of benchmarks.
Wurzel (1988) noted diversity in any organization cannot be met until policies
which are in line with the vision are established and permeated throughout the
organization. Therefore, the taskforce would begin by clarifying the MSU-ES
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vision and commitment to diversity. By doing so MSU-ES could become
proactive instead of reactive to existing programs (national, state, or local)
currently in place. This helps to ensure inclusiveness from all diverse
communities when action plans are implemented in the workplace.
2. MSU-ES should establish clear guidelines for hiring and promotional practices
and require a mandatory training for all who will serve as hiring authorities and/or
on search committees. As a requirement in order to serve as a hiring authority
and/or search committee member should go through a series of trainings to ensure
each member is well versed on hiring practices, EEOC and AA information. This
training could possibly include such topics as:
•
•
•
•

Hiring requirements
Screening requirements to ensure a diverse pool
Update on laws, rules, and regulations that a successful search must follow
Human Resources Policies and Procedures, etc.

This training should be offered multiple times during the first year and training
materials will need to be developed. Refresher trainings should be required every
few years.

3. Most Mississippi State University Extension Service programs are not userfriendly to audiences with low or no English proficiency because they are
available primarily in English. The lack of diversity at Extension's county-level
sometimes prevents staff from working with diverse (underserved) audiences.
Program curriculums are also developed primarily to target the dominant
European cultures without considering other cultures that live and work in
Mississippi. MSU-ES should hire staff or recruit volunteers from targeted culture
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and/or diverse audiences to aid in serving this population. These new staff
members should be well versed on MSU-ES and the target population to be
served. This kind of access into diverse communities can be invaluable as well as
critical in conducting outreach, developing programs, and materials. The
Extension Service needs to dedicate funds specifically to advance this effort.

Discussion
A review of the literature revealed that over 60% of Mississippi’s population is
White, 36% is Black, 5% are Native American and Alaska Native, and 7% are Hispanic
or Latino (U. S. Census, 2000). In examining the data from this study, of the countylevel professional staff responding to this survey, the majority (75%) were White. As
previously stated, it could be that without court orders mandating equity in hiring
practices, many ethnic minorities, females, or older candidates may not get hired. The
research supports the literature that court orders that mandate hiring practices promote a
spirit of inclusiveness as well as providing an avenue for combating discrimination
(Office of Human Resources, 2006).
County-level professional staff perceptions were positive in relation to the
methods of retaining and recruiting diverse staff or volunteers at MSU-ES. However,
some staff members voiced a concern about some the policies implemented. According
to some professional staff, some positions within the Extension Service are not hired
through the Extension Service, rather through the University system with no regard to
Extension experience or qualifications. The literature revealed that diversity in the
workplace can reduce lawsuits, increase marketing opportunities, recruitment, creativity,
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and business image (Esty, et al., 1995). County-level staff further stated that in an era
when flexibility and creativity are keys to competitiveness, diversity is critical to
competitiveness; diversity is critical to organizational success. It could be that through
the University system, a larger pool of candidates is available which affords the
university to recruit, hire, and retain more highly qualified individuals, thereby, adhering
to courts orders ensuring that race, gender, and age are being considered in the hiring
process. This is substantiated in the MSU-ES Recruitment Plan which states that one of
the goals is to recruit individuals specifically related to diversity. This goal is to actively
recruit a diverse pool of qualified applicants. According to the Plan, special attention
should be placed on ensuring that all employment opportunities and affirmative action
requirements are met. Therefore, the MSU-ES is implementing polices as outlined in the
MSU-ES Recruitment Plan.
MSU-ES administration should examine current diversity practices especially
those that pertain to hiring and promotion practices. The results of this examination
could lead extension administration to re-evaluate the methods used to hire and promote
county-level professional staff. It is hoped that the findings of this study will serve as a
step toward assisting the MSU-ES in taking a critical look at current perceptions held by
the county-level professional staff toward the practices of the MSU-ES. This research
may also lead to the implementation of programs and procedures that attract talented
people from a broad range of communities throughout the world. The Extension Service
should seek qualified professionals with diverse skills, perspectives, cultural
backgrounds, and experiences.
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From Patreese Ingram <pdi1@psu.edu>
Sent Monday, July 3, 2006 5:23 pm
To Kimberly Smith-Russ <kruss@ext.msstate.edu>
Cc
Bcc
Subject RE: Permission to use diagram in dissertation
Hi Kimberly,
Glad to know that you are making great progress on your dissertation! You are certainly
welcome to use the diagram, however, I am not the one who created it. I have seen it in
many sources. One source is:
Managing Diversity: A Complete Desk Reference and Planning Guide , Revised
Edition. By Lee Gardenswartz and Anita Rowe. 1998. McGraw-Hill. I am not sure if
this helps or not. Best wishes with your dissertation! And have a great 4th!
Patreese Ingram
From: Kimberly Smith-Russ [mailto:kruss@ext.msstate.edu]
Sent: Thursday, June 29, 2006 12:29 PM
To: Patreese Donette Ingram
Subject: Permission to use diagram in dissertation
Dr. Ingram,
I’m not sure if you remember me we spoke earlier this year about a possible diversity
dissertation topic. I am Kimberly Russ a Graduate Student (PhD) at Mississippi State
University. My field is Education with a concentration in Agricultural and Extension
Education. My Dissertation is on the Perceptions of Diversity of the Mississippi State
University Extension Service administration and county level employees. In my
research I found your diagram on the “Primary and Secondary Dimensions of Diversity”.
I would like to use this diagram as a part of my dissertation. I will most certainly give
you appropriate credit. If you need father information, I can be reached at (601) 5731671 (cell). I look forward to hearing from you.
Thank you,
Kimberly Russ
Kimberly R. Smith-Russ
Area Extension Agent- Health
Madison County
P.O. Box 112
Canton, MS 39046
(Work) 601.859.3842
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From Lauren Harvey <lharvey@doe.state.in.us>
Sent Friday, June 30, 2006 9:11 am
To kruss@ext.msstate.edu
Cc
Bcc
Suject FW: Permission to use diagram for dissertation research
Kimberly,
That is fine. Thank you for asking.
---------------------------------------Lauren Harvey, Assistant Director
Language Minority and Migrant Programs
Indiana Department of Education
Room 229, State House
Indianapolis, IN 46204
(317) 232-0555 phone
(800) 382-9962 IN toll free
(317) 234-2121 fax
www.doe.state.in.us/lmmp
From: Kimberly Smith-Russ [mailto:kruss@ext.msstate.edu]
Sent: Tuesday, June 27, 2006 5:56 PM
To: Julie Fuller
Subject: Permission to use diagram for dissertation research
I am Kimberly Russ a Graduate Student (PhD) at Mississippi State University. My field
is Education with a concentration in Agricultural and Extension Education. My
Dissertation is on the Perceptions of Diversity of the Mississippi State University
Extension Service administration and county level employees. In my research I found
your diagram on the “Iceberg Concept of Culture”. I would like to use this diagram as a
part of my dissertation. I will most certainly give the Indiana Department of Education,
Language Minority and Migrant Programs appropriate credit. If you need father
information, I can be reached at (601) 573-1671 (cell). I look forward to hearing from
you.
Thank you,
Kimberly Russ
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From
Sent
To
Cc
Bcc
Subject

Lynn Williford <lynn_williford@unc.edu>
Friday, May 26, 2006 10:36 am
Kimberly Smith-Russ <kruss@ext.msstate.edu>
Larry Mayes <ldmayes@email.unc.edu>
Re: Chancellor’s Task Force on Diversity

Kimberly, it is fine to use our instruments, but please credit UNC-Chapel Hill Office of
Institutional Research and Assessment as the source of the survey in your reports.
Lynn
Kimberly Smith-Russ wrote:
I appreciate you taking the time to give me information on your instrument. I would very
much like to use this instrument or a version of it for my study. Is it thru your department
that I seek permission to use this instrument? Again thank you for all your help.
Kimberly Smith-Russ
Kimberly R. Smith-Russ
Area Extension Agent- Health
Madison County
P.O. Box 112
Canton, MS 39046
(Work) 601.859.3842
(Fax) 601.859-0333

----- Original Message ----- From: Lynn Williford <Lynn_Williford@unc.edu> Date:
Thursday, May 25, 2006 11:23 pm Subject: Re: Chancellor’s Task Force on Diversity >
Dear Kimberly,
Thank you for your interest in our project. The instruments can be viewed at:
http://www.unc.edu/minorityaffairs/assessment/documents.html
This was very much a first effort at measuring the climate for diversity on our campus.
Committees suggested questions and we attempted to help them develop survey items to
collect the data. It is my understanding that prior to our involvement the committees had
done some literature reviews and identified potential questions that had been used by
other campuses for similar projects. We did do pilot testing of all our locally-developed
instruments with representative faculty, staff, and students, but the timetable set by the
Chancellor didn't give us the luxury of time to do formal validity and reliability tests as
we would have preferred. We are expecting to repeat these surveys, focus groups, and
interviews in 2-3 years to determine the impact of new initiatives. At that time, we will
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do a more thorough analysis of the technical qualities of the survey items and other
protocols in an effort to strengthen them for future data collection efforts.
I've copied my colleague, Dr. Larry Mayes, in case he has other comments.
Lynn Williford

Kimberly Smith-Russ wrote:
Ms. Williford,
I am Kimberly Russ a Graduate Student (PhD) at Mississippi State University. My field
is Education with a concentration in Agricultural and ExtensionEducation. My
Dissertation is on the Perceptions of Diversity of the Mississippi State University
Extension Service. In my research I found information from the Chancellor’s Task Force
on Diversity.
I spoke with Dr. Newsom who advised me to contact the office of Institutional Research
and Assessment about the actual instrument. I need information about references, pilot
testing as well as validity and reliability. I would love the opportunity to speak with you
about the project and the possibility of using your instrument (or a similar version) for
my study. Can you give me contact information and a time that would be convenient for
me to call you or I can be reached at (601) 573- 1671 (cell). I look forward to hearing
from you.
Thanks in advance,
Kimberly Russ

Lynn Williford, PhD
Assistant Provost for Institutional Research and Assessment
209 Carr Building, CB# 3350
University of North Carolina at Chapel Hill
Chapel Hill, NC 27599-3350
919-962-1339
lynn_williford@unc.edu
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APPENDIX G
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS RELATIVE TO
COMMITMENT TO DIVERSITY
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120
12%(15)
7%(9)

2%(3)
2%(3)
2%(2)
2%(3)

Homophobia

Lack of accommodations for
disabilities
Intolerance for differing
political views
Ageism
4.7%(6)

9%(11)

22.7%(29)

30%(39)

35%(45)

7%(9)

41%(52)

14%(18)

11%(14)

7%(9)

NA/ND

53.9%(69)

38%(49)

34%(43)

46%(59)

30%(38)

50%(64)

50%(64)

54%(4)

A

18.0%(23

20%(25)

16%(20)

34%(43)

13%(16)

20%(25)

27%(34)

39%(50)

SA

0%(0)

1%(1)

1%(1)

2%(2)

5%(6)

0%(0)

0%(0)

1%(1)

NA

0%(0)

98%(126)

98%(126)

98%(126)

98%(126)

99%(127)

99%(127)

97%(124)

R

0%(0)

2%(2)

2%(1)

2%(2)

2%(2)

1%(1)

1%(1)

3%(4)

M

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

T

Note. SD=Strongly Disagree, D=Disagree, NA/ND=Neither Agree nor Disagree, A=Agree, SA=Strongly Agree, NA=Not Applicable, R=Respondents,
M=Missing=Total, and RQ= Research Question. The number in parenthesis ( ) represents the frequency.

0.8%(1)

8%(10)

3%(4)

Sexism

How does county-level
professional staff perceive the
manner in which the MSUES publicly embraces a
commitment to diversity?

9%(12)

2%(3)
13%(16)

5%(6)

D

3%(4)

SD

MSU-ES is Committed to
creating an environment that
welcomes many different
perspectives and ideas
Acism

Items

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions Relative to Commitment to Diversity

Table 15

APPENDIX H
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS OF RETAINING AND
RECRUITING DIVERSE STAFF AND VOLUNTEERS
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122
14%(18)

9%(12)

4%(5)

5%(6)

10%(13)

4%(5)

16%(20)

10%(37)

9%(11)

5%(6)

D
9%(11)

SD
5%(6)

25%(32)

20%(25)

19%(12)

9%(12)

14%(18)

NA/ND
9%(11)

41%(52)

36%(46)

34%(44)

45%(57)

30%(38)

A
42%(54)

16%(21)

22%(28)

22%(28)

27%(34)

13%(17)

SA
31%(40)

0%(0)

0%(0)

0%(0)

1%(1)

0%(0)

NA
1%(1)

16%(21)

95%(122)

95%(122)

95%(122)

95%(121)

R
123%(96)

4%(5)

5%(6)

5%(6)

5%(6)

5%(7)

M
4%(5)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

T
100%(128)

Note. SD=Strongly Disagree, D=Disagree, NA/ND=Neither Agree nor Disagree, A=Agree, SA=Strongly Agree, NA=Not Applicable, R=Respondents, M=Missing, T=Total, and RQ=
Research Question. The number in parenthesis ( ) represents the frequency

Items
Recruitment efforts in
the MSU-ES reflect a
commitment to achieving
diverse staff/volunteers.
Tenure and promotion
processes in the MSU-ES
and free bias on personal
characteristics.
Professional
development Support in
the MSU-ES is
provided in an
unbiased manner.
Retention efforts in the
MSU-ES a commitment
to maintaining a diverse
staff
Promotion efforts in the
MSU-ES reflect a
commitment to
Maintaining a diverse
staff.
How does the countylevel professional staff
perceives methods of
retaining and recruiting
diverse staff or
volunteers within the
MSU-ES?

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions of
Retaining and Recruiting Diverse Staff and Volunteers

Table 16

APPENDIX I
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS OF THE LEVEL OF
INTERCULTURAL COMMUNICATION

123

124
1%(1)

2%(3)

4%(5)

2%(2)

1%(1)

D
5%(6)

SD

11%(14)

14%(18)

11%(14)

NA/ND

A

55%(70)

52%(66)

57%(73)

SA

27%(35)

23%(30)

20%(26)

NA

R
95%(122)

0%(0) 96%(123)

2%(2) 95%(122)

1%(1)

M

T

4%(5) 100%(128)

5%(96) 100%(128)

5%(6) 100%(128)

Note. SD=Strongly Disagree, D=Disagree, NA/ND=Neither Agree nor Disagree, A=Agree, SA=Strongly Agree, NA=Not
Applicable, R=Respondents, M=Missing, T=Total, and RQ= Research Question. The number in parenthesis ( ) represents the frequency.

The curriculum in MSUES represents the
academic and social
contributions of a variety
of groups of people.
MSUES encourages
staff/volunteers to
include diversity
issues in their workshop/
training content.
How does county-level
professional staff perceive
the level of intercultural
communication of the
MSU-ES in fostering
mutual learning of people
from different
backgrounds, experiences
and perspectives?

Items

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions of Intercultural Communication

Table 17

APPENDIX J
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS RELATIVE TO
CRITICAL THINKING AND INFORMED DIALOGUE

125

126
8%(10)

0%(0)

A

27%(35)

11%(14)

4(63)

0%(0)

24%(31) 41%(52)

17%(22) 56%(72)

NA/ND

SA

12%(15)

57%(73)

9%(12)

9%(11)

R

0%(0) 96%(123)

0%(0) 95%(122)

1%(1) 95%(122)

4%(5) 96%(123)

NA

M

T

4%(5) 100%(128)

5%(6) 100%(128)

5%(6) 100%(128)

4%(5) 100%(128)

Note. SD=Strongly Disagree, D=Disagree, NA/ND=Neither Agree nor Disagree, A=Agree, SA=Strongly Agree, NA=Not applicable,
R=Respondents, M=Missing, T=Total, and RQ= Research Question. The number in parenthesis ( ) represents the frequency.

8%(10)

18%(23)

2%(3)

0%(0)

D
9%(11)

SD
25%(2)

Items

Clients/staff in my
workshops/
trainings seem
comfortable discussing
issues of diversity
Staff/Volunteers in this
organization readily
engage in discussion and
dialogue concerning
diversity issues.
I feel comfortable
discussing diversity
issues with colleagues
in this organization
How does county-level
professional staff perceive
MSU-ES encouragement
of critical thinking and
informed dialogue among
members of a diverse
community?

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions
Relative to Critical Thinking and Informed Dialogue

Table 18

APPENDIX K
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS RELATIVE TO INSENSITIVE
OR DISPARAGING REMARKS BY CLIENTS

127

128
59%(75)
42%(54)

People in specific Age Groups

RQ5a: Within the past year,
year, How often have you
heard a client make a
insensitive or disparaging
remark about (the above):

42%(54)

27%(35)

17%(22)

35%(45)

31%(40)

45%(57)

31%(39)

Sel
31%(39)

12%(15)

9%(11)

2%(3)

23%(30)

18%(23)

16%(20)

16%(21)

Som
16%(21)

0%(0) 96%(123)

2%(2) 96%(123)

0%(0) 96%(123)

3%(4) 96%(123)

2%(3) 96%(123)

1%(1) 96%(123)

1%(1) 95%(122)

O
R
1%(1) 95%(122)

Note. N=never, Sel= Seldom, Som=Sometimes, O=Often, R=Respondents, M=Missing=Total, and RQ= Research Question.
The number in parenthesis ( ) represents the frequency.

77%(98)

People With Disabilities

45%(57)

White People
35%(44)

35%(45)

Racial/Ethnic Minorities

Gay, Lesbian, Bisexual
Transgender people

48%(61)

N
48%(61)

Males

Females

Items

4%(5) 100%(128)

4%(5) 100%(128)

4%(5) 100%(128)

4%(5) 100%(128)

4%(5) 100%(128)

4%(5) 100%(128)

5%(6) 100%(128)

M
T
5%(6) 100%(128)

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions
Relative to Insensitive or Disparaging Remarks by Clients

Table 19

APPENDIX L
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS RELATIVE TO INSENSITIVE
OR DISPARAGING REMARKS BY EXTENSION SERVICE STAFF OR
VOLUNTEERS

129

130

35%(41)
18%(23)

28%(36)
32%(41)

44%(56)
56%(72)
45%(58)
75%(96)
62%(79)
65%(83)
56%(72)
67%(86)
55%(74)
58%(74)

Racial / Ethnic minorities

White People

Gay, Lesbian, Bisexual, Transgender
people
People with disabilities

People in specific age groups

People with specific Religious preferences

People with specific Political views

People who speak with an accent

People who have limited English speaking
ability
Insensitive / Disparaging Remarks by
Extension Staff / Volunteers

Som

6%(8)

11%(14)

6%(8)

9%(12)

3%(4)

6%(7)

2%(2)

14%(18)

11%(14)

10%(13)

10%(13)

14%(18)

O

0%(0)

1%(1)

0%(0)

2%(2)

0%(0)

1%(1)

0%(0)

1%(1)

1%(1)

2%(2)

2%(2)

1%(1)

R

96%(123)

95%(121)

93%(120)

95%(122)

95%(122)

96%(123)

0%(0)

95%(122)

94%(121)

95%(122)

95%(122)

96%(123)

M

4%(5)

6%(7)

6%(8)

5%(6)

5%(6)

4%(5)

6%(7)

5%(6)

6%(7)

5%(6)

5%(6)

4%(5)

T

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

Note. N=never, Sel= Seldom, Som=Sometimes, O=Often, R=Respondents, M=Missing=Total, and RQ= Research Question. The number in parenthesis ( ) represents the
frequency.

20%(26)

28%(36)

27%(35)

28%(36)

27%(34)

40%(51)

31%(39)

52%(66)

Sel
31%(40)

Males

N
50%(64)

Females

Items

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions Relative to Insensitive or
Disparaging Remarks by Extension Service Staff or Volunteers

Table 20

APPENDIX M
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS RELATIVE TO
COMFORTABLE AND SECURE
WORK ENVIRONMENT

131

132
6%(7)

2%(2)
1%(1)

Gay, Lesbian, Bisexual,
Transgender People
People With Disabilities
4%(5)
2%(2)
3%(4)
3%(4)
13%(17)
1%(1)

1%(1)
1%(1)
1%(1)
1%(1)
1%(1)
1%(1)

16%(21)

25%(32)

16%(21)

12%(15)

14%(18)

10%(13)

9%(11)

41%(53)

4%(5)

6%(8)

3%(4)

NA/ND
6%(8)

48%(61)

34%(44)

45%(57)

47%(60)

45%(58)

47%(60)

49%(63)

23%(30)

47%(60)

42%(54)

45%(57)

A
51%(65)

0%(0)

19%(24)

30%(39)

33%(42)

32%(42)

34%(43)

31%(39)

16%(21)

41%(53)

40%(51)

45%(58)

SA
50%(65)

30%38)

4%(5)

1%(1)

1%(1)

2%(2)

1%(1)

2%(2)

6%(8)

1%(1)

1%(1)

1%(1)

NA
1%(1)

96%(122)

96%(123)

96%(123)

96%(123)

96%(123)

96%(123)

96%(123)

96%(123)

96%(123)

96%(123)

95%(122)

R
96%(123)

5%(6)

4%(5)

4%(5)

4%(5)

4%(5)

4%(5)

4%(5)

4%(5)

4%(5)

4%(5)

5%(6)

M
4%(5)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

T
100%(128)

Note. SD=Strongly Disagree, D=Disagree, NA/ND=Neither Agree nor Disagree, A=Agree, SA=Strongly Agree, NA=Not Applicable, R=Respondents,
M=Missing, T=Total, and RQ= Research Question. The number in parenthesis ( ) represents the frequency

People with Specific
Religious Preferences
People in Specific Age
Groups
People with Specific Political
Views
People Who Speak With
An Accent
People Who Have Limited
English Speaking Ability
Comfortable and Secure
Work Environment

7%(9)

2%(1)

White People

2%(2)

4%(5)

3%(4)

Racial Minorities

D
4%(5)
1%(1)

SD
1%(1)
1%(1)

Items

Males

Females

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions
Relative to Comfortable and Secure Work Environment

Table 21

APPENDIX N
FREQUENCY AND PERCENTAGE DISTRIBUTION OF COUNTY-LEVEL
PROFESSIONAL STAFF’S PERCEPTIONS RELATIVE TO
UNFAIR TREATMENT

133

134
37%(47)
27%(35)
36%(46)

Accent

Other

Unfair Treatment

34%(44)

31%(27)

31%(39)

33%(17)
32%(42)

30%(38)

27%(35)

32%(41)

25%(33)

27%(35)

D

17%(22)

13%(16)

13%(16)

2%(3)
16%(20)

14%(18)

12%(15)

11%(14)

16%(20)

11%(4)

NA/.ND

3%(4)

3%(3)

2%(2)

1%(1)
3%(3)

4%(5)

3%(3)

3%(4)

13%(17)

16%(21)

A

2%(2)

2%(2)

1%(1)

5%(6)
1%(1)

3%(3)

2%(2)

1%(1)

4%(5)

5%(6)

SA

0%(0)

15%(19)

13%(17)

5%(6)
5%(6)

6%(7)

20%(25)

10%(13)

6%(7)

5%(0)

NA

92%(118)

96%(122)
80%(102)

96%(122)
96%(123)

96%(122)

96%(123)

95%(122)

95%(122)

96%(123)

R

8%(10)

20%(26)

5%(6)

4%(5)
4%(5)

5%(6)

4%(5)

5%(6)

5%(6)

4%(5)

M

100%(128)

100%(128)

100%(128)

100%(128)
100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

100%(128)

T

Note. SD=Strongly Disagree, D=Disagree, NA/ND=Neither Agree nor Disagree, A=Agree, SA=Strongly Agree, NA=Not Applicable, R=Respondents,
M=Missing, T=Total, and RQ= Research Question. The number in parenthesis ( ) represents the frequency.

42%(54)
40%(51)

Religious Preferences
Political Views

34%(43)

Disability
40%(51)

38%(49)

Sexual Orientation

Age

31%(40)

Race/Ethnicity

SD
31%(40)

Items

Racial Minorities

Gender

Frequency and Percentage Distribution of County-Level Professional Staff’s Perceptions Relative to Unfair Treatment

Table 22

